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Abstract
Hancock, Julie I. Ph.D. The University of Memphis. August 2012. Transmittable
turnover: The contagious nature of water cooler conversations in organizations. Major
Professor: David G. Allen.
Job affect, mobility, and labor market conditions have long been studied as
predictors of employee turnover. While these relations have been strongly supported,
there are a number of other factors that have not been considered within the turnover
literature. In particular, the means by which individuals develop labor market perceptions
via referent others and how this influences turnover have not been examined. This
dissertation explores employee turnover by integrating the social contagion literature with
that of social networks, examining the effects that network characteristics, such as
number ties, degree of closeness with ties, and frequency of communication with ties,
have on the development of individual perceptions of mobility and available job
alternatives, and subsequently how this influences job affect and intentions. Furthermore,
it contributes to the turnover literature by employing a longitudinal repeated-measures
design with four time points, providing access to the dynamic learning processes outlined
by Steel (2002), as well as exploring the importance of “gateways” such as resource
substitution in the employee turnover decision.
In a sample of 338 healthcare professionals, results suggest that referent others in
the workplace do matter in the development of labor market perceptions. Friends at work
appear to influence objective labor market perceptions rather than subjective perceptions
suggesting that work friends are not as likely to discuss their job search processes until a
concrete offer has been made. Furthermore, the longitudinal nature of this data provided
an opportunity to track affect over time. Results provide evidence that dynamic learning
v

occurs as individuals engage in job search behaviors, as commitment changes over time.
Finally, results from this study suggest that resource substitution at Time 1 has a
significant positive relationship with turnover intentions at Time 4. Additionally, a
moderated regression analysis indicates that, while resource substitution does not directly
influence job search behavior, it does moderate the commitment-job search relationship,
subsequently weakening the relationship, making it less negative. This suggests that
individuals who do not have access to additional financial resources may not be inclined
to engage in job search behavior unless they experience a decrease in affect, specifically
commitment, towards the organization.
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Chapter 1 Introduction
Many organizations inevitably experience employee involvement in informal, or
“water cooler”, discussions that occur during workplace hours among colleagues.
Employees use these exchanges as a means of socialization into the organization by
informally seeking information regarding role clarity (Bauer, Bodner, Erdogan, Truxillo,
& Tucker, 2007), work group integration (Kammeyer-Mueller & Wanberg, 2003), and
expected behaviors at work. These dialogues may involve many exchanges that are
positive for the organization, for example, by increasing organizational commitment, job
satisfaction, and job performance (Bauer et al., 2007). However, it is possible that these
interactions are capable of producing adverse outcomes as well, such as shifts in
attitudes, perceptions of mobility, turnover intentions, and employee turnover, via the
exchange of information regarding alternate employment opportunities.
These informal conversations may spark ideas in others who were previously
satisfied with their position, salary, etc. that better opportunities exist outside of their
current organization (Felps et al., 2009; Krausz, 2002). As a result, other employees may
be inclined to seek out alternative employment situations (Krackhardt & Porter, 1986).
Should these employees continue to discuss the results of their job search activities,
intentions to leave, and subsequent carrying out of these intentions, other employees may
become involved in the conversations and begin contemplating their own alternative
employment opportunities, leading them to engage in search activities, thus promulgating
the process. Steel’s (2002) evolutionary search model of employee turnover suggests that
labor market information interacts with attitudes via feedback from job search behaviors
to influence turnover decisions. Informal workplace communication networks may
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influence the perceptions that individuals have of the labor market, thus leading to the
development of or a fundamental shift in perceptions regarding mobility, alternatives,
intentions and, finally, behavior.
This chain of events may be explained by the integration of network, contagion,
and turnover theories. Recently, turnover studies have integrated the concept of contagion
as a possible contributor to the turnover process (Bartunek, Huan, & Walsh, 2008; Felps
et al., 2009). Scholars have integrated the contagion and turnover literature (e.g.,
Bartunek et al., 2008; Felps et al., 2009) in an attempt to explain better the possibility
that, as individuals engage in turnover behavior, this behavior may in fact be “caught” by
other individuals in close proximity to the original individual employee, leading to
collective turnover, or the turnover of two or more individuals within a short time of one
another (Bartunek et al., 2008). As this turnover contagion spreads through the
workgroup and then throughout the organization, a turnover culture, or the acceptance of
turnover as an organizational norm (Iverson & Deery, 1997) develops.
As a majority of time spent at work involves social interactions (Waldron, 2000),
developing a sense of social belonging within one’s workgroup, department and/or
organization may be an important function of job performance. This social inclusion,
however, has been found to foster rather than hinder collective turnover (Bartunek et al.,
2008). For example, a team made up of a close-knit group of individuals will tend to
experience greater levels of turnover as the group deteriorates. After the first individual
searches for and accepts alternative employment, other team members may be persuaded
to seek out better opportunities for themselves, especially if they feel that the
cohesiveness of the team has decreased. The departure of individuals within a team may
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subsequently decrease other members’ perceived co-worker support and felt obligation
towards co-workers therefore increasing turnover (Mossholder, Settoon, & Henagan,
2005).
Steel (2002) presents an expansive model that integrates a number of contributors
to one’s decision to seek alternative employment, yet the model focuses primarily on the
employee’s job search process as a contributor to their increase in knowledge and not the
potential for information regarding alternative employment opportunities to flow (spread)
through intra-organizational networks. To date, there is a lack of understanding of the
mechanisms through which information may spread. Krackhardt and Porter’s (1986)
study on turnover within communication networks suggested that turnover does not
simply occur at random within work groups, but a “snowball effect” indeed transpires in
terms of employee turnover in organizations. People within the same communication
network may receive information as their colleagues move through Steel’s (2002)
evolutionary search model, becoming exposed to information via their job search.
Individuals are receiving information not only through their searches, but via other
individuals within their network. Furthermore, as the intra-organizational dynamics
change and, thus, internal networks change (i.e., one employee leaves, another one
enters), remaining employees are then exposed to more knowledge regarding their
potential to gain alternative employment in the market.
While Steel (2002) suggests that some employees may not search for jobs, but
may instead be provided with job opportunities/information via established networks of
contacts, it is implied that these networks are external to the organization. Thus, Steel’s
model does not identify the possibility that the information regarding potential job
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opportunities may come from others within the organization. The contagious nature of
this information may spread among intra-organizational networks-comprised of work
friends with whom one communicates as the characteristics of these networks change
over time. Network characteristics are those which relate to the structure of relationships
within a particular network. Specifically, ego networks, those which are defined by a
focal individual, focus primarily on particular characteristics such as size (number of
ties), degree of closeness, and strength of ties (frequency of communication with ties)
(Jones & Volpe, 2011). These network characteristics may govern the spread of
information influencing an individual’s perceptions of alternative employment
opportunities, thus influencing affect, such as commitment, as outlined in Steel’s model
and, ultimately, to voluntary exit from the organization. For example, the greater the
number of ties one has with individuals that they consider “friends” in the workplace, the
greater their labor market perceptions may be.
The purpose of this study is to integrate the developing turnover contagion
literature with Steel’s (2002) evolutionary search model, as well as provide the first
empirical test of Steel’s idea of dynamic learning over time. This study further enhances
the understanding of employee turnover, providing managers with insight into how labor
market perceptions may be contagiously spread throughout particular networks within the
organization. Theoretically, this study contributes to the current literature by informing
Steel’s evolutionary search model, integrating the supposition that network characteristics
and job search behavior influence the development of perceptions pertaining to job
opportunities, job affect, and the potential for resulting turnover. Furthermore, it extends
the turnover contagion literature by suggesting mechanisms through which individuals
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engage in knowledge-seeking/building that lead to turnover within such networks.
Practically, this study provides a better understanding of the importance of networks and
communication in the workplace, as well as offers insight into how these network
characteristics contribute to established predictors of turnover, as well as turnover itself.
Additionally, it examines the idea that dynamic learning via job search occurs over time,
influencing both job affect and turnover intentions, as well as empirically testing the
importance of gateways in the turnover process.
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Chapter 2 Literature Review
Networks
As interest in organizational networks has developed, an increasing number of
studies have shown that there is indeed value in further examining the effects that
individuals’ connections have on attitudes, perceptions, intentions, and behaviors and the
spread of these components to others in their respective networks. Previous studies have
established that turnover is not a simple random occurrence within groups, but that it is,
in fact, influenced by others within the group (Krackhardt & Porter, 1986). While
traditional models of turnover have focused on precursors to turnover such as job affect
(e.g., Mobley, Griffeth, Hand, & Meglino, 1979; Price, 1977), job search behavior (e.g.,
Blau, 1993; 1994) and labor market conditions (e.g., Hulin, Roznowski, & Hachiya,
1985), Steel (2002) provides a more robust model of turnover encompassing many of
these aspects. Herein, it is proposed that network characteristics (i.e., number of ties, tie
strength, and closeness with ties) will play a key role in the development of labor market
perceptions.
Burgeoning field. The study of networks is a burgeoning field. Having begun its
development in the 20th century, the awareness that networks exist and are of importance
in uncovering the manifestation of various phenomena has become increasingly popular
within both the physical and social science literature. The history of networks is rooted in
biology as biological neural networks are present within the nervous system and are
comprised of individual, yet connected, neurons. Each neuron is connected to a number
of other neurons, which typically communicate via an electrochemical process creating a
large and complex web, or network, of neurons (e.g., Lockery & Kristan, 1990). This
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idea of interconnectivity has expanded beyond neural networks and has been replicated in
a variety of areas such as artificial intelligence (Zeidenberg, 1990), computer science
(Wellman, 2001), engineering (Duato, Yalamanchili, & Ni, 2003), sociology (Park,
1924), and organizational behavior (for a review, see Borgatti & Foster, 2003).
Review of Networks. As the phenomena of communication across networks is
aggregated from electrochemical processes among neurons within the body to
communication between people, we can identify the existence of social networks within
organizations, as well as a variety of antecedents and outcomes associated with such
connections. Organizational members are assumed to be involved in relationships with
several other organizational members, thus imitating a biological network of connections
(Scott, 1991; Wasserman & Faust, 1994). This group of connected individuals makes up
a social network. A social network can be defined as “a set of actors and the set of ties
representing some relationship-or lack of relationship-between the actors” (Brass,
Butterfield, & Skaggs, 1998, p. 17). These relationships can be important for facilitating
socialization (Morrison, 2002) and building rapport among colleagues (Lengnick-Hall &
Lengnick-Hall, 2003), as well as transferring knowledge (Tsai, 2001) within the
organization.
The identification of social networks provides an opportunity to identify the
degree to which people are connected as well as how those connections lead to attitude
and behavior developments. Furthermore, studies have established that information
travels via networks (e.g., Reagans & McEvily, 2003). Communication of information
among individuals and across networks can lead to profound consequences. This has not
only been witnessed within organizations, but also throughout entire geographical
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regions. For example, the 2011 discontent of the citizens of Tunisia, Egypt, Libya and a
number of other Middle Eastern countries was quickly transferred, not only within those
countries to facilitate protests, but also throughout the world via social networking sites
such as Facebook and Twitter. This political uprising lends itself to the importance of
connecting with others to both give and receive information.
Within the management literature, the initial focus of network research was at the
field level, identifying the degree to which organizations interact with one another and
the potential costs and benefits of such interactions. Macro-level research has examined
structural holes (Burt, 2001), network closure (Gargiulo & Benassi, 2000), knowledge
brokering (Hargadon, 2002), and embeddedness (Uzzi, 1997); however, scholars have
begun to conduct research at a more micro level, identifying the networks within which
individuals in organizations belong and the potential consequences of network
belongingness. Network characteristics have been found to affect promotions (Burt,
1992), information and social capital development (Seibert, Kraimer, & Liden, 2001), as
well as employee turnover (Krackhardt & Porter, 1986).
Different types of networks have emerged to better explain organizational
phenomena, such as turnover. Among the variations are friendship networks (e.g., Feeley,
Hwang, & Barnett, 2008), advice networks (e.g., Sparrowe & Liden, 2005), and
communication networks (Feeley & Barnett, 1997; Feeley, 2000). A communication
network is defined by Rogers and Kincaid (1981) as consisting of “interconnected
individuals who are linked by patterned communication flows” (p.82). These networks
are typically focused on informal communication within an organization, but often reflect
the hierarchy and workflow of the organization (Krackhardt & Brass, 1994).
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Communication networks have been studied at both the macro (e.g., Powell, Koput, &
Smith-Doerr, 1996) and micro (e.g., Perry-Smith & Shalley, 2003) levels, focusing on
organization to organization networks and individual actor-level networks and have
developed a presence in the literature on social networks and turnover.
Krackhardt and Porter (1986) examined the effects of communication networks
on turnover decisions, finding that turnover of relevant others created what they termed a
“snowball effect” of turnover. As employees view similar others leaving the organization,
they receive information about labor market conditions and begin to question themselves
and their ability to attain alternatives. Interestingly, and perhaps counter-intuitively,
leavers have also been shown to have a positive attitude influence on those who stay in an
organization (Krackhardt & Porter, 1985), possibly by removing the negative presence
which the leaver had created in a particular group resulting from dissatisfaction.
Furthermore, Feeley and Barnett (1997) examined how various factors within
communication networks influenced turnover decisions. Specifically, they observed the
influence of an individual’s position within or on the periphery of the network, the role
similarities of others, social information cues (Rice, 1993), and the number of direct links
with leavers on an employee’s decision to stay or leave. Feeley and Barnett’s (1997)
findings exhibit the importance of social interactions and communication at work, both
related to and not related to work, in influencing turnover decisions.
Extant literature has explored and demonstrated the importance of networks on a
variety of phenomena, not the least of which is employee turnover. Just as important as
the social composition of organizations is the means by which information is spread from
one individual to another and from one network to another. The literature available on
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contagions contributes to the network and turnover literatures, illuminating the process by
which various phenomena, including information, is spread among individuals and
networks. Given that communication networks place emphasis on informal connections
and information sharing with referent others and have been closely associated with
friendship networks (Brass, 1984; 1985), this study examines the influence of
communication networks on employee turnover intentions, as well as on organizational
commitment, job search behaviors, and perceptions of the labor market.
Contagion
Contagion theories have long existed in the academic literature, appearing in
biology (e.g., Bowditch, 1864; Koch, 1880), psychology (e.g., Lating, 2005; Rodgers &
Rowe, 1993), and recently within the management literature (Barsade, 2002; Felps et al.,
2009). Baldwin (1898) was one of the first to discuss contagions in a more psychological
context. Contagion is typically thought of in the context of a contagious disease such as
influenza, streptococcal pharyngitis, or mononucleosis. However, it has been established
that contagions do indeed exist not only in the form of disease, but also in emotional and
social contexts (e.g., Bakker, Le Blanc, & Schaufeli, 2005; Barsade, 2002).
Consequently, individuals, as well as organizations are susceptible to the spread of an
increasing number of theoretically developed and empirically tested contagions.
Social and emotional contagions. Social contagions are patterns of individual
adoption of attitudes and behaviors of others whom have influential power over them
(Bovasso, 1996). Social contagions can be partitioned into three more specific groups
including behavioral (i.e., yawning), ideational (i.e., rumors), and emotional (i.e., moods
such as aggression) contagions (Marsden, 1998). In the psychology literature, social
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contagions have been used to study the gap between social influence and teenage sexual
development (Rodgers & Rowe, 1993), as well as the spread of other phenomena such as
suicide (e.g., Gould, 1996; Marsden 1998; Phillips 1974), obesity (Christakis & Fowler,
2007), and adolescent smoking (e.g., Rowe, Chassin, Presson, Edwards, & Sherman
1992). In the organizational literature, social contagions have been used to explore
consumer product adoption (e.g., Bass, Mahajan, & Muller 1990; Rogers, 1995) and
network effects (Bovasso, 1996; Brass et al., 1998).
The concept of emotional contagion was first identified by Baldwin (1894) and
subsequently by McDougall (1920) in his “sketch of the mental life of groups” (p. ix). An
emotional contagion is defined as a process by which individuals within groups mimic or
lay claim to emotions or behaviors that they witness others expressing (Barsade, 2002;
Schoeneworlf, 1990). This mimicry can take place either unconsciously (Hatfield,
Cacioppo, & Rapson, 1994) by automatic processes or consciously (Schaufeli &
Enzemann, 1998) by paying close attention to members of a group and subsequently
engaging in similar behaviors and attitudes.
Bakker et al. (2005) found that burnout, influenced by depersonalization on the
job and emotional exhaustion was contagious among nurses via complaints perceived to
be focused on burnout conditions such as fatigue. Furthermore, Bakker and Schaufeli
(2000) tested the contagious effects of burnout using a sample of Dutch teachers. Results
suggest that teachers who were highly susceptible to emotional contagion (i.e., were more
likely to engage in the adoption of moods at work) and who actively participated in
correspondence regarding job-related problems are more likely to “contract” burnout.
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From a different perspective, the concept of emotional contagion has been
explored in a professional sports setting (Totterdell, 2000). Results of the study suggest
that the collective mood of a team or group does indeed have an effect on the moods of
individuals within that team or group (Totterdell, 2000). Yet another study found that
charismatic leadership had an emotional contagion effect on followers when the
charismatic leadership was considered by witnesses to be genuine (Cherulnik, Donley,
Wiewel, & Miller, 2001). Barsade (2002) found that members in work groups were
indeed susceptible to emotional contagion which, if positive, improved group cooperation
and task performance while simultaneously decreasing within group conflict.
Additionally, she found that the spread of emotional contagion affected individual-level
attitudes. Additional studies investigating emotional contagions have spanned areas of
business research including how emotional contagions affect involvement in
organizational change (Bartunek, Rousseau, & Rudolph, 2006), service provider behavior
and customer satisfaction (Barger & Grandey, 2006; Hennig-Thurau, Groth, Paul, &
Gremler, 2004; Tan, Foo, & Kwek, 2004), and the link of affective states within teams
(Ilies, Wagner, & Morgeson, 2007).
Turnover contagion. The concept of contagious effects has spread through
various literatures, having recently been espoused in the turnover literature. Employee
turnover, for the purposes of this paper, includes voluntary termination of one’s
employment unless otherwise specified. Prior turnover studies suggest that the actions of
workgroup members influence the actions of others within the group, i.e., the “snowball
effect” (Krackhardt & Porter, 1986). The concept of a turnover contagion further informs
such theory by providing supplementary theoretical rationale for individuals’ propensity
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to make comparisons with others and to engage in imitation to create harmony. While
turnover studies examining contagion effects are few, they are likely to increase as the
interest in social networks continues to grow. Integrating contagion theory provides an
explanation of how and why turnover occurs within and across networks.
Based on the idea of social contagion, Felps et al. (2009) developed a model of
turnover contagion, defined as a process by which “the decision to stay at or leave a job is
influenced by one’s co-workers”. This particular model uses job embeddedness and job
search behaviors of co-workers to determine the degree to which co-worker turnover
decisions affect the turnover decisions of an individual. The contagion concept applied to
turnover suggests that as employees witness their co-workers engaging in job search
activities such as updating résumés, completing applications, actively interviewing for
other jobs, and subsequently accepting alternative employment, they are thus made aware
of such alternatives (Krackhard & Brass, 1994; Kraus, Yaakobovitz, Bizman, & Caspi,
1999). Where one may have previously considered such an endeavor a risky, uncertain
(Steel, 2002) or unavailable option, he or she, upon seeing the success of co-workers in
obtaining job alternatives, may attribute less risk to the decision to engage in job search
activities themselves.
Subsequently, witnessing the success of colleagues may lead to increased
perceived desirability to and ease of leaving the firm (March & Simon, 1958). As
individuals observe others participating in job search activities and subsequently securing
other employment opportunities they may be encouraged to do the same (Krackhardt &
Porter, 1986). Co-workers of an employee participating in such activities may be further
motivated to engage in discussions regarding sources of alternative employment, newly
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experienced or past dissatisfaction, etc. This process of “contaminating” others with
information regarding alternatives may further expedite the turnover of proximal coworkers leading to the spread of the turnover contagion. As this “contamination”
continues to infect others within the organization, its cyclical nature should generate the
development of a shift of normative beliefs within the organization regarding turnover.
Turnover
Employee turnover is a central concern for organizations. Its presence within
thousands of articles clearly distinguishes this area of study as an integral part of the
understanding of business management. It is a costly phenomenon that can deplete an
organization of time, money, and knowledge (Allen, Bryant, & Vardaman, 2010). In
recent years, organizations have begun to shift their views of employees from simply a
means by which work may be accomplished to that of an important asset to the
organization. Employees have become a key resource in the workplace, creating a degree
of competitive advantage through developed human (Becker, 1993) and social capital
(Hausknecht & Trevor, 2011). Organizations have also come to realize that replacing
employees is a burdensome task, involving a great deal of time, money and social
adjustment, and can have a negative effect on organizational performance (Hancock,
Allen, Bosco, McDaniel, & Pierce, in press).
Prior studies have exhibited the contributing influence and importance of a
number of factors on an employee’s decision to leave an organization. These factors have
included perceptions of mobility, available alternatives (Mobley, 1977; Mobley et al.,
1979), labor market conditions (Muchinsky & Morrow, 1980), job search processes
(Hom & Griffeth, 1991), as well as several attitudinal influences such as organizational
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commitment and job satisfaction (e.g., Porter & Steers, 1973; Porter, Steers, Mowday &
Boulian, 1977) and turnover intentions (Mobley, 1977). Steel’s (2002) evolutionary
search model of turnover suggests that these factors lead to turnover via job search
behaviors and feedback over time. However, it is not well understood how these
perceptions are formed. The contagious nature of information through informal
communication networks may shed light on the process of perception development and,
ultimately, how these perceptions lead to turnover decisions.
Seminal Studies. Employee turnover has evolved from humble beginnings in the
early 1950s, becoming a more widely examined phenomenon after March and Simon’s
(1958) seminal publication identified inducements and contributions, as well as the ease
and desirability of alternatives, as key determinants of the turnover decision. After the
publication of this book, employee turnover research began to flourish as more scholars
developed an interest in the topic. A number of models were established in the 1970s and
1980s which, to date, still provide key underlying theoretical substance to the field and
are still used as the foundation for many employee turnover studies.
Early turnover scholars (e.g., Mobley, 1977; Mobley et al., 1979; Farrell &
Rusbult, 1981) borrowed from the psychology literature on attitudes to develop turnover
models which focused heavily on Fishbein and Ajzen’s (1975) theory of reasoned action
model of attitude-intention-behavior. These models were typically linear in nature and
integrated various forms of job affect such as job satisfaction (e.g., Porter & Steers, 1973;
Price, 1977) and organizational commitment (e.g., Porter, Steers, Mowday & Boulian,
1974; Price & Mueller, 1986) as antecedents to turnover. Additionally, there was an
interest in the availability and perceptions of job alternatives (e.g., Mobley, 1977; Mobley
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et al., 1979), as well as the influence of the labor market (e. g., Hulin et al., 1985;
Muchinsky & Morrow, 1980) and job search processes (Hom & Griffeth, 1991) on
employee decisions to stay or leave an organization.
Job affect, such as job satisfaction and organizational commitment, has received a
great deal of attention as a predictor of turnover. Mobley (1977) developed a model of
intermediate linkages which proposed a linear sequence of the turnover process,
beginning with a negative evaluation of the current job situation subsequently leading to
dissatisfaction with one’s job. This original model has been the inspiration for a number
of subsequent models which have further expanded upon and refined the process (e.g.,
Hom & Griffeth, 1991; Lee & Mitchell, 1994; Mobley et al., 1979; Steers & Mowday,
1981), as well as borrowed constructs such as perceived alternatives for the development
of other process models (e.g., Hulin et al., 1985; Rusbult & Farrell, 1983).
The preoccupation with job satisfaction as a predictor of turnover has remained
constant throughout the years; however other forms of job affect have also received
significant attention. Organizational commitment has developed a strong presence in
turnover research and has typically been included in models that also examine job
satisfaction. Early models of turnover included a commitment component (e.g., Farrell &
Rusbult, 1981; Steers & Mowday, 1981), which has been proposed to lead to job
satisfaction, as well as turnover. In fact, empirical studies have established that
organizational commitment is a better predictor of turnover than job satisfaction
(Griffeth, Hom, & Gaertner, 2000; Porter et al., 1974). However, while many studies
(e.g., Hom & Griffeth, 1991; Hom & Griffeth, 1995; Hom & Kinicki, 2001; Mobley,
1977; Mobley et al., 1979) have examined the relationship of dissatisfaction and
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organizational commitment as an antecedent of voluntary employee turnover, according
to the idea of a turnover contagion, it is possible that such changes in commitment may
occur as result of the characteristics of the communication network(s) in which an
individual belongs.
Another central component of turnover theory development has been the
availability of information to individuals regarding the current labor market. Muchinsky
and Morrow (1980) developed a model of employee turnover which suggests that various
economic opportunity factors, or economic determinants, such as labor market conditions
and alternate job availability are direct antecedents to employee turnover. In 1977, Price
proposed that the availability of job alternatives should influence an employee’s decision
to stay or withdrawal from an organization. In 1981, Price and Mueller integrated
opportunity for promotion, as well as opportunities at other organizations into a more
complex model of turnover. By 1986, they had further expanded their model to include
commitment and intention to leave the organization. In line with Muchinsky and
Morrow’s (1980) model of turnover, Hulin et al. (1985) examined how levels of
unemployment affected voluntary turnover. The resulting model suggested that aggregate
labor market statistics led to job satisfaction/dissatisfaction which led to turnover
intentions, ultimately resulting in employees leaving the organization.
Hulin et al. (1985) suggested that different economic environments produce
different types of work forces, based on availability of job opportunities and of the labor
force. Furthermore, they suggested that job opportunities have a direct effect on an
employee’s level of job satisfaction as well as on turnover. As individuals become more
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aware of the labor market conditions, via job search behaviors or conversations with their
colleagues, their attitudes, perceptions, intentions, and behaviors may change.
In a differential approach to explaining turnover, Lee and Mitchell identified a
major problem in the literature concerning the explanation of why some employees are
able to terminate employment without engaging in a job search beforehand. In 1994, they
introduced an unfolding model that addressed this gap in the literature and identified four
basic decision paths that lead an individual to leave an organization. Taking a radical turn
from traditional turnover models, this model is based in image theory (Beach, 1990).
Similar to Simon’s (1957) concept of bounded rationality, the unfolding model suggests
that people engage in filtering in order to choose suitable employment options. This
model identifies shocks as a mechanism by which employees engage in adequately
filtering employment options. A shock might be expected or unexpected and may evoke a
memory trace leading to a scripted response, or may not arouse a memory trace thus
resulting in an evaluation of fit or the identification of perceived alternatives which may
then lead to voluntary termination of employment. As referent others engage in job
search behaviors, the witnessing of a co-worker obtaining alternative job opportunities
may act as a stimulus event (Rosse & Miller, 1984) or, if the quitting of a colleague is a
particularly jarring event, a shock (Lee & Mitchell, 1994; Lee, Mitchell, Wise, &
Fireman, 1996) which then influences the job-search activities of others.
March and Simon (1958) identified the desirability and ease of movement as
potential predictors of employee turnover. While the influence of job search processes on
turnover was largely ignored for decades (Campion, 1991), a growing amount of
attention has been paid to its influence on the decision to remain with or leave an
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organization (Blau, 1993; 1994). A newer construct, embeddedness, has entered the field,
providing the opportunity for an in-depth examination of how links, fit and sacrifice are
important in the prediction of turnover intentions and actual turnover in an organization.
Furthering the research on Lee et al.’s (1994) unfolding model of turnover has helped to
develop this construct and a number of recent studies have investigated the relationship
between job embeddedness and employee turnover (e.g., Mitchell, Holton, Lee,
Sablynski & Erez, 2001; Lee, Mitchell, Sablynski, Burton & Holtom, 2004; Allen, 2006).
Embeddedness can be defined as the “totality of forces that keep people in their current
employment situations (Feldman & Ng, 2007, p. 352).” It is a relatively recent addition to
the turnover literature and has been shown to be a better predictor of turnover than
traditionally examined affective antecedents such as organizational commitment and job
satisfaction, as well as job search and the availability of job alternatives (Mitchell et al.,
2001). Mitchell et al. (2001), while noting various components underlying the construct
of embeddedness suggest that it is better suited as an aggregate construct, not to be
examined by individual dimensions. Felps et al. (2009) found that co-worker job
embeddedness tends to be a driver in the contagious nature of turnover, suggesting that
the more embedded employees are within a work-group, the less likely they are to
turnover, thus resulting in a lower propensity to “infect” others with the turnover
contagion. Alternatively, individuals who have a greater number of ties within their
network should tend to have access to more information than those who maintain fewer
ties, subsequently influencing job search and turnover intentions and behaviors.
One of if not the best predictor of turnover is an individual’s intention to leave or
stay with the organization (Griffeth et al., 2000; Hom & Griffeth, 1995; Steel & Ovalle,
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1984). This variable has been empirically supported for almost as long as turnover studies
have been conducted. In fact, most theoretical models of turnover include turnover
intentions as a direct precursor to turnover decisions (e.g., Allen & Griffeth, 1999;
Mobley et al., 1979; Price, 1977; Price & Mueller, 1986; Steers & Mowday, 1981). Based
on these previous models, as well as Fishbein and Azjen’s (1975) attitude-intentionbehavior model, Steel’s (2002) model portrays intention to quit/stay as the only direct
link to actual turnover, using it instead as a mediator between other antecedents and
turnover.
Evolutionary Search Model of Employee Turnover (Steel, 2002). Each of the
previously discussed models of turnover has added theoretical understanding of the
turnover process. Steel (2002) takes these models and amalgamates them into a complex
and detailed model, integrating labor market information (Muchinsky & Morrow, 1980),
job search processes (Blau, 1993; 1994; Hom & Griffeth, 1991), job affect (Mobley,
1977, Mobley et al., 1979; Price, 1977) and personal and job situations (Allen, 2006; Lee
et al., 1996; Mitchell et al., 2001) into an evolutionary search model of employee
turnover. This model provides a better theoretical understanding of the time sensitive
nature of the turnover process. Additionally, it examines the relationships among these
antecedents, as well as their effects on turnover intentions and, subsequently, the decision
to stay or leave.
Steel’s (2002) model makes a number of contributions to the literature and is a
seemingly appropriate foundation for this study for several reasons. First, it incorporates
several components from traditional turnover models to demonstrate a more
encompassing turnover process. Second, he offers an explanation for why individuals
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may quit without engaging in job search behaviors in the form of gateways, such as
resource substitution. Third, he provides a detailed account of the previous lack of
methodological rigor in turnover studies which fail to take into consideration the
temporal nature of job search processes. Finally, while this model indeed contributes
theoretically to the literature, it has never been empirically tested.
Steel’s (2002) model is a complex representation of the components of the
turnover process, yet it fails to address the “how” of information flow and provides little
insight into how the spread of information might affect the development of perceptions of
mobility and availability of alternatives, as well as changes in affect, turnover intentions,
ultimately turnover. That is to say that, in the Steel’s model, the medium through which
information about labor market conditions, mobility and job alternatives travel is largely
ignored. This dissertation seeks to bridge this gap, as well as conduct the first empirical
test of Steel’s model.
In 1981, Price and Mueller suggested that individuals who are connecting with
others and developing friendships at work are likely to be more satisfied. While Mitchell
et al., (2001) identified the links that employees have with other people or organizations
as an important contributor to the degree of embeddedness an employee experiences, they
also suggested that the larger the number of links and the stronger the networks to which
an individual is connected, the more likely they are to become exposed to information
about job opportunities. Although this development of social capital in the workplace
may increase satisfaction and organizational commitment, it may also foster the
development of a communication network through which information passes regarding
better opportunities elsewhere.
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While Steel does mention the possibility that friends and acquaintances may lead
to a well-developed network that provides access to job information, this is not formally
defined within the model and is not presented within a contagion context. Examination of
communication networks as a gateway to turnover have already been conducted (e.g.,
Feely & Barnett, 2006; Krackhardt & Porter, 1986) suggesting that belongingness in a
particular network, or position in a network, can lead to turnover. However, network and
contagion theory may prove to be a useful component in Steel’s model to better explain
how characteristics of communication networks of friends in the workplace influence the
degree to which an employee is committed, perceives the labor market, and their
intention to stay or leave.
A Dynamic Learning Social Capital Job Search Model of Turnover
Each of the previously outlined theoretical areas provides a fertile ground for the
development of a more robust turnover model. While Steel’s model provides a
theoretically sound model grounded in previous turnover theory, network and contagion
theories can be integrated to further inform Steel’s model, adding additional
understanding about the organizational network circumstances under which turnover
takes place. This dissertation integrates the above literature streams to expand upon the
model developed by Steel and test an adapted Social Capital Job Search Model of
Turnover (Figure 1). This model examines how characteristics of a network lead to the
developments of labor market perceptions (LMP), as well as job affect, and turnover
intentions.
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Figure 1. Dynamic learning social capital job search model of turnover.
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More specifically, it is suggested that network characteristics such as the number
of ties, tie strength and degree of closeness with those ties will influence labor market
perceptions. The information gained by these network characteristics, as well as by
involvement in job search behaviors influence dynamic learning ultimately leading to
turnover intentions and then actual employee turnover.
This dissertation addresses three key areas. First, communication network
characteristics will directly influence labor market perceptions (desirability of
alternatives) suggesting a water-cooler contagion effect. Second, that dynamic learning
will occur as job search behaviors occur, influencing organizational commitment and
turnover intentions. Third, that gateways (resource substitution) will moderate the
relationship between affect and job search behavior, as well as directly influence turnover
intentions, suggesting that Steel’s idea of gateways is an important contributing factor in
the turnover process.
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Chapter 3 Hypothesis Development
This dissertation addresses three primary questions. One, do characteristics of
work communication networks (i.e., number of ties, degree of closeness, and frequency
of communication) directly influence an individual’s labor market perceptions (i.e., their
concrete prospects and desirability of alternatives)? Two, does Steel’s process model of
dynamic learning via the job search process hold true over several months and influence
labor market perceptions, commitment and turnover intentions? Three, what role do
“gateways” play in the process of turnover intentions?
Steel’s (2002) model identifies job affect as an integral component in the
evolution of turnover intentions. He suggests that the affective components of the model,
such as organizational commitment, work parallel to the job search behaviors in forming
turnover decisions. Job affect has long been an integral component of turnover studies.
Grounded in the theory of reasoned action (Fishbein & Azjen, 1975), turnover studies
have repeatedly exhibited the importance and central role of job affect on employee
turnover (e.g., Griffeth et al., 2000, Hom & Griffeth, 1991; 1995). This attitude approach
is typical in turnover research and has been the underlying foundation for a majority of
studies in the area. Organizational commitment is commonly examined as an influence of
turnover intentions and actual turnover, has been a key factor in turnover models since
the 1970s, and has often been found to be a better predictor of turnover than job
satisfaction (e.g., Mowday et al., 1982; Porter et al., 1974).
Commitment and Job Search
The relationship between commitment and turnover outcomes is decidedly
negative (e.g., Griffeth et al., 2000; Helmann, 1997; Hom & Griffeth, 1995; Tett &
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Meyer, 1993). Furthermore, studies have shown that greater involvement in job search
behaviors also tends to influence turnover decisions (Felps et al., 2009; Griffeth et al.,
2000), suggesting a proximal relationship between turnover and job search behavior
(Kirshenbaum & Weisberg, 1994). Steel (2002) capitalizes on this idea by suggesting that
employees with higher levels of organizational commitment participate in fewer job
search behaviors (Bretz, Boudresa, & Judge; Griffeth et al., 2005). Similarly, in a study
of executives, Moynihan, Boswell, and Boudreau (2000) found that affective
commitment has a significant negative relationship with job search behavior. As
individuals become less committed to the organization, the more likely they are to engage
in job search behavior in order to seek out alternatives.
H1: Organizational commitment is negatively related to job search behavior.
Network Characteristics and Labor Market Perceptions
While Steel’s model expresses the importance of the job search behaviors on the
development of labor market perceptions, it does not take into consideration the influence
of network characteristics on the development of these perceptions. The spread of
information within populations has been studied from a mathematic theoretical stance
since the early 1950s (e.g., Landau & Rapoport, 1953; Rapoport, 1953) and it remains a
key resource in organizations, providing firms with the means necessary to gain a
competitive advantage in the marketplace (Porter, 1986). Individual behaviors have long
been assumed to be in part due to the behaviors of other individuals with whom one
develops or maintains a relationship (e.g., Bandura, 1977; Barnett & Feeley, 1997).
Furthermore, an individual’s position within a social system, be it a church group, an
organization or society in general, will influence how that person views his or her job
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(Albrecht, 1979; 1984). While the study of the “contagious” spread of phenomena across
networks dates back to biological studies conducted before the twentieth century, its
development in the management literature is relatively novel.
Informal networks within an organization are important instruments for
understanding the processes involved in the development and distribution of information
and resources (e.g., Brass, 1995; Burt, 1982). This study tests an adapted version of the
conceptual model presented by Steel (2002), suggesting that, along with job search
behavior, characteristics of the communication network within which one belongs, such
as the number of ties, degree of closeness an individual has with his or her network of
work friends, as well as the frequency of communication one has with these individuals
will directly influence labor market perceptions. By contributing to the development of
social capital, network characteristics are predicted to facilitate the development of labor
market perceptions.
It has been suggested that environmental context plays an important role in the
development and shaping of individual perceptions and attitudes (Albrecht, 1979;
Salancik & Pfeffer, 1978). The model tested herein adheres to this supposition, relying on
network characteristics as contributors to the development of labor market perceptions
and, subsequently, the influence on job affect. Furthermore, it examines the dynamic
learning process associated with job search. Direct information received from co-workers
regarding their intentions to leave, their job search behaviors, and, finally, their actual
decision to leave the organization may cause those employees who are left behind to
evaluate their current position, tasks, roles, and attitudes (Krackhardt & Porter, 1985;
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1986). This evaluation might lead to a shift in their organizational commitment, as well
as their intentions to leave.
The network focus of this study is on that of the communication network among
work friends. As most friends regularly communicate (Brass, 1984; 1985), it makes sense
that there are significant commonalities among communication and friendship networks
(Krackhardt & Brass, 1994), especially in the workplace where most individuals typically
must interact with each other numerous times throughout the day or week. Studies have
shown that employees rely on the information and opinions of friends in order to make
decisions (Krackhardt, 1992). The greater the number of friends that one has in the
workplace, the greater the access to information such as organizational knowledge
(Morrison, 2002). Such access to information is associated with a greater level of social
integration (Morrison, 2002), however as the number of friends increases, the frequency
of interaction decreases (e.g., Dunbar, 1998; Hill & Dunbar, 2003).
The degree of strength, or frequency, of communication with connections that an
individual maintains enables that individual to have repeated access to information, such
as job search behaviors, attitudes, etc. of those contacts and also suggests that the
influence of stronger ties will be greater than those of weak ties (Salancik & Pfeffer,
1978) on perceptions and attitudes. That is not to say that weak ties have no value. As
Granovetter (1973) noted, weak ties are also beneficial in providing novel information,
especially when those weak ties are not connected with one another, creating a structural
hole. These “holes”, or the gaps that exists when one individual is linked to two other
individuals who are not linked to one another (Burt, 1992), are attributed to being
beneficial for obtaining unique information. Since the connecting individual has two
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different sources of information, it is less likely that the information received from each
source will overlap thus providing the ego-centric individual with access to information
that may not be available in their closer circle of contacts. For example, information
about job availability may be more likely to be passed along to an individual by others
with whom they have weak ties, rather than strong ties (Granovetter, 1973; Granovetter,
1982); however this evidence has been mixed (e.g., Siebert, Kraimer, & Liden, 2001).
While this type of information is more likely to be passed along, an individual may be
less likely to be influenced by weak ties (Bian, 1997). Furthermore, it may be that weak
tie connections will be less likely to feel at ease disclosing their own job search processes
and experiences to one another, thus limiting the comprehensiveness of the information.
Ultimately, this suggests that in a work friendship network context, the stronger one’s ties
and the closer one feels to those ties, the more likely they are to be influenced by the
behaviors of others, thus leading to the development of labor market perceptions.
Employees seeking to leave an organization will typically engage in some degree
of job search activities (Lee & Mitchell, 1994) prior to leaving an organization. Steel
suggests that factors other than those of the traditionally examined affective type may
prompt job search behavior and identifies mechanisms through which employees move
into job search behavior (e.g., job affect and resource substitution). It is possible that
satisfied, committed, and engaged employees may be influenced by other factors which
encourage job search behavior. For example, employees may be interested in expanding
their current network of industry contacts (Lucht, 1991) or improving their negotiating
position with respect to salary or benefits (Bretz et al., 1994; Lazear, 1986) with no
intention of actually leaving so as to better improve their current situation.
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As Muchinsky and Morrow (1980) suggested, information regarding labor market
conditions such as unemployment rates (Hulin et al., 1985) is an important contributor in
an individual’s decision to stay or leave an organization. Job search experiences may help
to develop perceptions of market conditions (Gerhart, 1990; Kirschenbaum & Weisberg,
1994), as well as necessary qualifications for occupational markets (Carsten & Spector,
1987). Perceptions of acceptable available alternatives lead individuals to desire these
alternatives, which should influence the labor market perceptions within one’s work
friendship network. Objective opportunities in the labor market have been established as
better predictors of turnover than perceived alternatives (Kirshenbaum & Mano-Negrin,
1999). Steel and Griffeth (1984) identified objective opportunities as concrete prospects,
or the actual alternatives from which an individual has received an offer which should
provide a more realistic perception of the labor market to an individual, as well as to
those within one’s work friendship network.
H2a: The greater the number of ties within the focal individual’s
friendship network at work, the greater the individual’s desirability of
alternatives (perceptions of ability to move in the labor market).
H2b: The closer the focal individual is to those in their friendship network
at work, the greater the focal individual’s desirability of alternatives
(perceptions of ability to move in the labor market).
H2c: The stronger the focal individual’s ties with their friendship network
at work, the lower the focal individual’s desirability of alternatives
(perceptions of ability to move in the labor market).
H2d: Job search behavior is positively related to desirability of
alternatives (perceptions of ability to move in the labor market).
H3a: The greater the number of ties within the focal individual’s
friendship network at work, the greater the focal individual’s concrete
prospects.
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H3b: The closer the focal individual is to those in their friendship network
at work, the greater the focal individual’s concrete prospects.
H3c: The stronger the focal individual’s ties with their friendship network
at work, the greater the focal individual’s concrete prospects.
H3d: Job search behavior is positively related to concrete prospects.
Labor Market Perceptions and Organizational Commitment
While job market feedback such as a higher desirability of alternatives may
decrease subsequent organizational commitment, more concrete prospects may increase
one’s subsequent commitment to the organization (Steel, 2002). If the desirability for
alternatives is high and an individual is unable to secure alternative employment, their
commitment to their present organization may decrease as they are forced to remain in an
unsatisfactory job. As a part of the dynamic learning curve, the more concrete prospects
one has, the greater their subsequent commitment should be if they are still with the
organization at a future date. An individual’s choice to remain with the organization
while other offers were present suggests that, while they were able to solidify potential
alternatives, they are committed enough to remain with their current organization.
Labor market information is an important component of Steel’s model. As
discussed above, the evolutionary search model suggests that commitment to the
organization leads to job search behaviors which subsequently influence labor market
information via feedback. Additionally, the model presents labor market information in a
layered format, suggesting that there are perhaps differing measures of information
attainability (i.e., more subjective measures such as perceptions of mobility in the labor
market and more objective measures such as the crystallization of alternatives). As
individuals communicate with one another, as well as engage in job search behaviors,
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their development of labor market perceptions should reflect the feedback which they
have received. Furthermore, the development of labor market perceptions may thereafter
influence one’s affective state towards the organization in which one remains employed.
While commitment has been identified as an antecedent of job search in many process
models, it has not been examined as an outcome of labor market perceptions. This is an
important relationship to examine as it allows an empirical test of dynamic learning via
Steel’s model and also links together the attitudinal and job search processes which are
decoupled in the evolutionary search model.
Existing process models of job search and turnover have examined how
organizational commitment affects job search behavior and subsequently intention to quit
and, ultimately, actual turnover behavior. Job search behaviors have been viewed as the
impetus for dynamic learning (e.g., Direnzo & Greenhaus, 2011; Steel, 2002). As
individuals engage in search behaviors and receive feedback, dynamic learning occurs
(Lord & Maher, 1990). Their perceptions of the labor market and their ability to move
within it change to reflect the success (or failure) that they have experienced during the
job search process. For example, if an individual has found, during their job search
activities, that there are several acceptable or “quality” (Griffeth et al., 2005) alternatives
available for which they are qualified, this influences the degree to which one perceives it
likely that an alternative job will be found (i.e., one’s ability to move in the labor market).
Similarly, when an individual has concrete prospects (i.e., employment alternatives which
have resulted in solid offers in-hand) this strengthens their perceived navigability within
the market by providing them with a tangible foundation for employment alternatives.
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As commitment is predicted to directly influence job search behavior and job
search behavior is subsequently predicted to influence labor market perceptions, dynamic
learning in the form of attitude development may occur. More specifically, as individuals
progress through the model, they cultivate a better sense of their ability to move within
the market place. Consequently, they may reassess the attitudes that they have towards
the organization in which they are currently employed (Steel, 2002).
Because attitudes, such as commitment, are often the motivation for turnover
intentions and behavior, it makes sense to hypothesize that perceptions of the labor
market would subsequently influence these attitudes. This also supports the idea that
dynamic learning occurs in that one begins their job search with a certain level of
commitment and, as one engages in job search behaviors and develops labor market
perceptions, this commitment then changes over time. For example, if an individual
perceives that they can easily move around in the market, yet are unable to secure
employment by a later date (e.g., they have not turned over), their commitment to the
organization may start to wane as they are forced to persist in an organization in which
they may not wish to remain. However, while positive job market feedback may
influence one’s desirability of alternatives thus decreasing subsequent organizational
commitment, the presence of concrete prospects may counter-intuitively have a positive
influence on subsequent commitment.
Griffeth et al. (2005) found that the presence of concrete prospects strongly and
positively influenced an employee’s turnover intentions as well as turnover behavior. If,
after a period of time has passed, an individual remains in the organization after having
offers of alternative employment made, then it might be safe to assume that their
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conscious choice to remain with the organization rather than accept alternate employment
reflects a degree of strengthened commitment. An individual’s choice to remain with the
organization while other offers were present suggests that, while they were able to
solidify potential alternatives, they are committed enough to remain with their current
organization. Thus, while it makes sense that there would be a strong positive
relationship between the presence of concrete prospects and turnover intentions and
behavior in a static cohort or cross-sectional design, these types of studies fail to examine
what happens to stayers’ attitudes and intentions if they do not choose to leave the
organization.
H4a: Labor market perceptions (desirability of alternatives) are
negatively related to subsequent organizational commitment.
H4b: Labor market perceptions (concrete prospects) are positively related
to subsequent organizational commitment.
Commitment and Turnover Intentions
Many models of turnover include organizational commitment as an antecedent to
turnover intentions and turnover (e.g., Cotton & Tuttle, 1986; Porter et al., 1974; Steel &
Ovalle, 1984). This relationship is well-established, but more often than not is examined
from a static-cohort or cross-sectional perspective. Individuals who are low in
organizational commitment should experience greater turnover intentions in the future as
the issues causing the low commitment manifest and as a function of the dynamic
learning that occurs during the job search process.
H5: Organizational commitment is negatively related to subsequent turnover
intentions.
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Gateways and Turnover Intentions
Steel’s (2002) model also suggests that certain “gateway” mechanisms could
short-circuit the role of job search in the withdrawal process. Additional circumstances
may lead directly to an employee’s intention to leave an organization, without the need
for access to labor market information, etc. In lieu of a traditional job search, some
employees may have access to additional financial resources which would diminish any
hardship associated with immediately terminating one’s employment (Steel, 2002). For
example, an employee may have access to a spouse’s salary, a student loan, substantial
savings, etc. which allows them to develop turnover intentions without going through any
job search stages.
Steel’s integration of the “gateway” that resource substitution creates to the job
search process may provide an explanation regarding why some employees simply quit
with no job search at all (Lee & Mitchell, 1994). The presence of these resources often
gives the individual a greater sense of control and eliminates some of the risk associated
with job search behavior (Steel, 2002). Thus, resource substitution would be expected to
directly increase turnover intentions.
Concurrently, resource substitution may make affect a less important driver of
turnover intentions. That is, for individuals who are dependent on their jobs for financial
support, leaving may not be viewed as a viable alternative unless affect declines to the
point that the risks associated with changing jobs are outweighed by the discontent
associated with continued participation in an organization the individual no longer cares
about. For individuals less dependent on their jobs for financial support (i.e., greater
resource substitution), the risks of changing jobs are lowered such that alternative
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considerations beyond affect may drive withdrawal cognitions, such as boredom,
curiosity, or desire for change.
H6: Resource substitution is positively related to subsequent turnover
intentions.
H7: Resource substitution will moderate the negative relation between
commitment and job search such that the relation is weaker (i.e., less
negative) for individuals with more resource substitution.
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Chapter 4 Methods
Data Collection
To determine the degree of dynamic learning, this model is unique in that it
employs a longitudinal approach to decision processes, examining variables over time.
Additionally, the integration of network characteristics into the model provides an
opportunity to identify how network characteristics influence labor market perceptions,
and subsequently organizational commitment and turnover intentions over time.
While previous models have undoubtedly made significant contributions to the
advancement of turnover theory, temporal consideration for the turnover process has
appeared in only a handful of studies and is thus generally overlooked. In a recent content
analysis of over 50 years of turnover research (Allen, Hancock, Vardaman, & McKee,
2011), static cohort studies were found to represent 48% of the studies coded. Further,
longitudinal studies represented only 20% and repeated-measures studies represented a
mere 7% of study designs. This lack of attention to the changing attitudes and behaviors
of employees over time may represent a dominant analytical mindset (Zyphur, 2009) that
lends itself to methodological deficiencies in the literature.
Turnover researchers have long been plagued by the lack of access to longitudinal
data (Mitchell, 1985; Steel, 2002). Mitchell (1985) suggested that this is an inherent
concern, as shifts in perspectives or situations over time are not often captured. He
suggests that researchers shift their methodological focus from one of convenience to one
that provides more substantial information. Steel (2002) further supports this
recommendation by suggesting that employees are constantly evolving, perhaps at
differing time intervals, and that this may affect where they are in their job search and
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when they choose to leave an organization. In his 2002 article, Steel provides an outline
of how an empirical test of this model might be executed. Consequently, a longitudinal
study was developed in order to test the dynamic learning idea (Steel, 2002), decrease the
potentially misleading nature of a static cohort design (Gollob & Reichardt, 1987), and
provide more confidence in the causal inferences that may be made (Bateman & Strasser,
1984; Campbell & Stanley, 1963).
Data were collected at four different time points, three months apart, for one week
each time. Approximately one to two weeks before each administration period began, all
employees received letters from the Administrative Director of Human Resources
inviting them to participate in an online survey during their work hours, or at a time
convenient for them (see Appendix A). Surveys were administered under the supervision
of the Principal Investigator to ensure that consent could be collected in person.
Participation was voluntary and those choosing to participate completed an electronically
administered survey in a computer lab located on hospital premises. The Principle
Investigator or Co-Investigator was present at all times during data collection times to
collect informed consent and answer questions as they arose. As a benefit for
participating in the survey, employees received an hour of paid time off (PTO) for each
of the four sessions completed, plus an additional five hours if they completed all four
session.
Sample
The sample for this study is comprised of healthcare clinicians such as registered
nurses, pharmacists, and respiratory technologists, as well as other staff such as unit
secretaries, maintenance workers, and security officers in a large, urban teaching hospital
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located in the southeastern United States. The hospital houses over 600 beds and
employs approximately 2,500 people. This type of sample is appropriate for this
particular research for several reasons: 1) healthcare samples have commonly been used
in research pertaining to commitment (e.g., Hackett, Bycio, & Hausdorf, 1994; Meyer,
Allen, & Smith, 1993); 2) the last decade has seen a shortage of healthcare workers,
subsequently resulting in more ability to move around and creating a greater need for
hospitals to remain competitive by establishing adequate mechanisms with which to
retain employees (Holtom & O’Neill, 2004); 3) the hospital from which this sample was
drawn has heavy competition from several surrounding hospitals, as well as hospitals in
better locations of town; and 4) the costly nature of turnover is a great concern in
organizations, especially in high skilled industries such as healthcare (Tzeng, 2002).
Overall Sample. Four hundred and fifty-one employees completed the survey
over the four time periods, for an overall response rate of 18%. The longitudinal nature of
this study, as well as the hectic nature of the environment in which the survey was
administered (i.e., the hospital setting), make it difficult to a) maintain participation in a
study over time and b) remove hospital employees from their daily duties during a
specified time. Similar response rates have been found in samples of other highly
versatile and fast-paced work environments such as police officers (e.g., Christopoulos,
Dollard, Winefield, & Dormann, 2006; Hart, Wearing, & Headey, 1995). Of the overall
sample, 81% were women and 19% were men; 48.6% were Caucasian, 47.7% were
African American, and fewer than 4% were other ethnicities; 87.8% were employed fulltime, 9.3% were employed part-time, and 2.7% were supplemental. The average age was
46 and the average tenure in the hospital was 11.8 years. Eight of these were removed
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due to involuntary turnover resulting in an overall N of 443 where 81 % were women and
19% were men; 48.3% were Caucasian, 47.9% were African American, and fewer than
4% were other ethnicities; 87.8% were employed full-time, 9.5% were employed parttime, and 2.7% were supplemental. The average age was 46 and the average tenure in the
hospital was 11.9 years.
Of the entire hospital, 81% were women and 19% were men; 41.8% were
Caucasian, 53.4% were African American, and 4.01% were other ethnicities; 76.9% were
employed full-time, 10.5% were employed part-time, and 12.7% were supplemental. The
average age was 43 and the average tenure in the hospital was 9.20 years. Thus, the
sample characteristics of this study are representative of those of the hospital’s
population.
Time 1. At time period 1, the total sample was 330 and consisted of 81.2%
women and 18.8% men; 50% were Caucasian, 46.4 % were African American, and fewer
than 4% were other ethnicities; 90.3% were employed full-time, 8.2% were employed
part-time, and 1.5% were supplemental. The average age was 46 and the average tenure
in the hospital was 12.9 years.
Times 1 and 2. The total sample for both times 1 and 2 was 176 (53% of the
original repeated measures sample) and consisted of 85.2% were women and 14.8% were
men; 55.7% were Caucasian, 42.0% were African American, and fewer than 3% were
other ethnicities; 90.3% were employed full-time, 8.5% were employed part-time, and
1.1% were supplemental. The average age was 47 and the average tenure in the hospital
was 13.4 years.
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Times 1 through 3. The total sample for time periods 1-3 was 143 (43% of the
original repeated measures sample) and consisted of 86.7% women and 13.3% men;
58.7% were Caucasian, 38.5% were African American, and fewer than 3% were other
ethnicities; 89.5% were employed full-time, 9.8% were employed part-time, and 0.7%
were supplemental. The average age was 47 and the average tenure in the hospital was
13.7 years.
Time 1 through 4. The sample for time periods 1-4 was 120 (36% of the original
repeated measures sample) and consisted of 85% women and 15% men; 60.0% were
Caucasian, 37.5% were African American, and fewer than 2.5% were other ethnicities;
88.3% were employed full-time, 10.8% were employed part-time, and 0.8% were
supplemental. The average age was 47and the average tenure in the hospital was 13.1
years.
Measures
Established measures. The survey utilized for this study was composed of two
types of questions: (1) Likert-type questions with a scale ranging from 1, “strongly
disagree”, to 5, “strongly agree” and (2) sociometric questions regarding network
composition. All survey items appear in Appendix B.
Commitment. Meyer and Allen’s (1991) 6-item affective commitment scale was
used to assess organizational commitment. A sample item is, “I would be very happy to
spend the rest of my career in this organization.” Cronbach’s alpha for organizational
commitment at Time 1 was .87 and .82 at Time 3.
Job search. Blau’s (1993) 6-item scale was be used to assess the job search stage
of employees. Six items were used to measure the focused stage of job search (a sample
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item is, “In the last three months, have you filled out a job application?”). Cronbach’s
alpha for job search at Time 1 was .90.
Labor market perceptions. Labor market perceptions were measured using two
scales from the Employment Opportunity Index (Griffeth et al., 2005). The three-item
measure of desirability of alternatives identifies how individuals view the labor market
and their ability to move within it. A sample items is, “By and large, the jobs I could get
if I left here are superior to the job I have now.” Cronbach’s alpha for desirability of
alternatives at Time 2 was .86. A two-item measure of concrete prospects identifies an
individual’s crystalized alternatives. A sample question is, “Right now, I have a job offer
“on the table” from another employer, if I choose to take it.” Cronbach’s alpha for
concrete prospects at Time 2 was .71.
Turnover intentions. Turnover intentions were assessed using the 3-item scale
developed by Hom, Griffeth, and Sellaro (1984) and modified by Mitchell et al. (2001).
A sample item is, “Do you intend to leave the organization in the next 12 months?”
Cronbach’s alpha for turnover intentions at Time 4 was .98.
Networks. To assess belongingness in networks, sociometric questions were
asked to determine specific communication network connections. Network research
typically takes the form of either a whole network or ego-network study. Whole network
studies provide insight into organizational structure. Ego-networks give individuals an
opportunity to identify others with whom they communicate, as well as the degree to
which they interact (Marsden, 1990). An ego-network approach to identifying
communication networks was adopted for this study for a number of reasons. First, it is
recommended that egocentric networks are the most conducive to examining unique ties
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and measuring social capital (Campbell, Marsden, & Hurlbert, 1986; Lin, 1999). As the
focus of this study is the establishment of social capital as a means by which job affect
develops and labor market information spreads to influence turnover, examining unique,
close specified relationships seems to be more appropriate than investigating all potential
connections in the organization. Furthermore, the large size (2,500 employees) of the
organization and the hospital setting (e.g., varying shifts, large departments, and frequent
interactions across departments) places boundaries around the comprehensiveness,
feasibility, execution and usefulness of conducting a whole network study.
Similar to the study conducted by Feeley and Barnett (1997), participants were
asked to identify up to five individuals with whom they regularly communicate and share
information about subjects beyond work (i.e., friend network). Number of ties was
operationalized as the average number of individuals listed. Closeness was
operationalized as the average degree of closeness one felt towards the listed individuals
(i.e., “how close are you with each person: close, less than close, distant, especially
close”). Finally, the frequency of communication, or strength of ties, was operationalized
by the average frequency with which one communicated with the listed individuals (i.e.
daily, weekly, monthly, less than monthly),
Idiosyncratic measures.
Resource substitution. Steel (2002) introduces the idea of resource substitution,
discussed initially by Hickson, Hinings, Lee, Schneck, and Pennings (1971), in his
turnover model. Since no measure currently assesses resources substitution, items for this
scale were developed based on Steel’s (2002) discussion of resource substitution. A
sample item is, “If I were to leave my job, I have access to enough resources (e.g.,
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savings, inheritance, spouse’s income, student loans) to last until I find another job.” A
pilot test to assess the reliability of this idiosyncratic measure was administered to a
sample of working undergraduate students enrolled in business courses. This pilot test
was administered during class to employed undergraduate students. Ninety-two students
completed the survey and one was excluded due to missing data, resulting in a final
sample of 91 for the pilot test. Five items were initially used in the pilot study. Item-Total
statistics provided estimates of Cronbach’s Alpha as a result of item deletion. Due to time
constraints of the survey, two of the five items were eliminated from inclusion in the
survey utilized for the healthcare sample based on the degree to which their deletion
influenced the Cronbach’s Alpha. Thus, the three remaining items were used. Cronbach’s
alpha for resource substitution for the pilot test was .80. For the healthcare sample, the
Cronbach’s alpha for resource substitution at Time 1 was .78. The pilot study can be
found in Appendix C. An exploratory factor analysis was conducted to ensure that the
items for the idiosyncratic resource substitution scale loaded onto a common factor. As
expected, the items loaded onto one factor.
Validation.
Confirmatory Factor Analysis. A confirmatory factor analysis was employed to
assess the fit of the hypothesized model, including all variables. The CFA converged in
twelve iterations and revealed the model to have an acceptable fit (X2 = 560.88, N =330)
(p < .05, RMSEA = .07; CFI = .92; NFI =.88; RFI = .85; IFI = .94; TLI = .90). While the
NFI is not quite at the recommended .90 value for an acceptable model (Bentler &
Bonnet, 1980), the NFI is sensitive to sample size and thus may underestimate the model
fit (Bentler, 1990). Figure 2 shows the results of the CFA. A confirmatory factor analysis
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was also run to examine how all items loaded onto one overall factor. The model fit for
this model was unacceptable (X2 = 2835.55, N =330) (p < .05, RMSEA = .186; CFI =
428; NFI =.414; RFI = .30; IFI = .43; TLI = .31).
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Figure 2. Confirmatory factor analysis for hypothesized model.
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Chapter 5 Results
Summary Data
Descriptive statistics for each variable can be found in Table 1. Correlations of all
variables included in this study can be found in Table 2. Commitment, Resource
Substitution, and Focused Search at Time 1, as well as Desirability of Alternatives at
Time 2 and Commitment at Time 3 are all significantly correlated with Turnover
Intentions at Time 4. Network characteristics at Time 1, and Concrete Prospects at Time
2 are not.

Table 1
Descriptive Statistics for Network Characteristics Time
Variable

M

SD

N

Number of Ties (T1)

4.04

1.40

309

Closeness (T1)

2.17

.58

309

Frequency of Communication (T1) 1.69

.66

309

Commitment (Time 1)

3.64

.80

326

Resource Substitution (T1)

2.60

1.03

320

Focused Search (T1)

1.38

.58

315

Desirability of Alternatives (T2)

2.72

.81

236

Concrete Prospects (T2)

1.99

.74

226

Commitment (T3)

3.57

.73

222

Turnover Intentions (T4)

1.86

1.00

192
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Table 2
Correlations for Friendship Network Characteristics
1

2

3

4

5

6

1. Number of Ties (T1)a
2. Closeness (T1)b

-.09

3. Frequency of Comm. (T1)c

-.18**

.37***

4. Commitment (T 1)d

.16**

-.14**

-.18**

5. Resource Substitution (T1)e

.05

.03

.02

.00

6. Focused Search (T1)f

-.06

.07

.11

-.17**

.10

7. Desirability of Alts. (T2)g

-.02

.13

.02

-.17*

.08

.40***

8. Concrete Prospects (T2)h

.09

.10

.16*

-.10

.21**

.42***

9. Commitment (T3)i

.17*

-.01

-.13

.68***

.09

-.12

10. Turnover Intentions (T4)j

-.10

.10

.12

-.38***

.17*

.21*

*p < .05. **p<.01. ***p<.001.
a

n = 309. b n = 309. c n = 309. d n = 326. e n = 320. f n = 315. g n = 236. h n = 226. i n = 222. j n = 192.
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Table 2
Correlations for Friendship Network Characteristics cont’d
7

8

9

10

1. Number of Ties (T1)a
2. Closeness (T1)b
3. Frequency of Comm. (T1)c
4. Commitment (T 1)d
5. Resource Substitution (T1)e
6. Focused Search (T1)f
7. Desirability of Alts. (T2)g
8. Concrete Prospects (T2)h
9. Commitment (T3)i
10. Turnover Intentions (T4)j

.45***
-.18*

.02

.33***

.11

-.39***

*p < .05. **p <.01. ***p <.001.
a

n = 309. b n = 309. c n = 309. d n = 326. e n = 320. f n = 315. g n = 236. h n = 226. i n = 222. j n = 192.
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Analyses
To assess the presence of multicollinearity in the predictor variables,
correlations, tolerance scores, and variance inflation factors (VIFs) were
examined. There were no correlations close to 1, no tolerance scores below.20
(Menard, 1995), and no VIFs greater than 10 (largest VIF = 1.25) (Myers, 1990),
suggesting no multicollinearity issues are present.
Tables for each of the hypotheses are shown below. For a complete
summary of hypothesis results, please see Table 9 where S = significant, NS = not
significant. Supported hypotheses are bolded and italicized. Hypothesis 1
examines the relationship between job affect in the form of organizational
commitment and an individual’s propensity to engage in job search behavior.
Hypothesis 1 proposes, as has been shown in prior studies, that organizational
commitment at Time 1 will have a negative relationship with job search behavior
at Time 1. Organizational commitment is significantly and negatively related to
job search behavior, suggesting that the lower one’s level of commitment to the
organizations, the more likely they are to actively search for employment
alternatives (β = -.17; p < .05). Thus, Hypothesis 1 is supported.
In addition to examining the direct relationship between commitment and
job search, Table 3 presents the results of moderated regression analysis on the
moderating role of resource substitution. Hypothesis 7 examines Steel’s idea of a
gateway as it influences an individual’s decision to engage in job search behavior.
Hypothesis 7 proposes that resource substitution will moderate the negative
relationship between organizational commitment at Time 1 and job search
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behavior at Time 1 making the relationship weaker. Resource substitution
significantly moderates this relationship, as shown in Model 3. The nature of the
interaction effect can be found in Figure 3. Consistent with Hypothesis 7, the
negative relationship between commitment and turnover intentions observed
among respondents lower in resource substitution becomes less negative (and in
fact turns slightly positive).

51

Table 3
Summary of Moderated Regression Analysis Predicting Focused Search (T1) (n = 307)
Model 1
Variables
Resource Substitution (T1)

B
.05

SE
.03

Model 2
β
.10

Commitment (T1)

B
.06
-.13

SE
.03

1.24

.09

1.71

β

B

SE

-.22

.14

.04 -.18**

-.32

.10 -.43**

.17

.08

.04

2.39

.37

F

2.80

6.52**

5.81**

R2

.10

.20

.23

.03

.01

∆ R2
*p < .05. **p<.01. ***p<.001.
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β

.10

Commitment X Res. Sub
(T1)
(Constant)

Model 3

-.38

.57*

5

Job Search (T1)

4.5
4

3.5
3

Low
Resource
Substitution
(T1)

2.5

2

1.5
1
Low Commitment (T1)
High Commitment (T1)
Figure 3. Interaction effect of commitment (T1) and resource substitution (T1) on
job search (T1).

Hypotheses 2 and 3 examine the extent to which network characteristics and job
search behaviors directly influence labor market perceptions. Furthermore, these
hypotheses test the idea that one’s number of ties, degree of closeness, and frequency of
communication with friends at work will influence the perceptions one has about the
labor market based on the idea that information is contagious. Table 4 presents the results
of regression analysis on the role of network characteristics and job search behavior on
the desirability of alternatives. Hypothesis 2a proposes that the greater the number of ties
one has, the more likely one is to have greater perceptions of their ability to move within
the labor market. Number of ties is not significantly related to desirability of alternatives
(β = .01).Thus, Hypothesis 2a is not supported.
Hypothesis 2b proposes that the closer one is to their ties, the more likely one is to
have a greater perception of their ability to move within the labor market. Closeness is
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not significantly related to desirability of alternatives (β = .14). Thus, Hypothesis 2b is
not supported.
Hypothesis 2c proposes that the stronger one’s ties (i.e., the more frequently they
communicate), the more likely one is to have a greater perception of their ability to move
within the labor market. Tie strength is not significantly related to desirability of
alternatives (β = -.01). Thus, Hypothesis 2c is not supported.
Hypothesis 2d posits that job search behavior will have a positive relationship
with an individual’s perception of their ability to move within the labor market. As
shown in Table 4, job search behavior does indeed have a positive relationship with
desirability of alternatives (β = .36; p = .05), suggesting that the more actively one
engages in job search behavior, the greater one’s perceptions of alternatives. Thus,
Hypothesis 2d is supported.
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Table 4
Summary of Regression Model Estimating Effects of Network Characteristics (T1) on
Desirability of Alternatives (T2) (n = 159)
Variable

β

B

SE B

Constant

1.59

.36

Number of Ties (T1)

.01

.04

.01

Closeness (T1)

.18

.11

.14

Frequency of Comm. (T1)

-.01

.01

-.01

Focused Search (T1)

.55

.11

.36***

R2 = .15
F = 6.68***
*p < .05. **p<.01. ***p<.001.

Table 5 presents the results of regression analysis on the role of network
characteristics and job search behavior on concrete prospects. Hypothesis 3a proposes
that the greater the number of ties one has, the more likely one is to have concrete
prospects. Network size does have significant and positive relationship with concrete
prospects (β = .15; p < .05), suggesting that the more people with whom one
communicates at work, the greater the knowledge of what types of job opportunities are
out there. Thus, Hypothesis 3a is supported.
Hypothesis 3b proposes that the closer one is to their ties, the more likely one is to
have concrete prospects. Closeness was not significantly related to concrete prospects (β
= .07). Thus, Hypothesis 3b is not supported.
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Hypothesis 3c proposes that the stronger one’s ties (i.e., the more frequently they
communicate), the more likely one is to have concrete prospects. Strength of ties does
have significant and positive relationship with concrete prospects (β = .19; p < .05),
suggesting that the more frequently one communicates with friends at work, the greater
the knowledge of what types of job opportunities are out there. Thus, Hypothesis 3c is
supported.
Hypothesis 3d posits that job search behavior will have a positive relationship
with concrete prospects. As shown in Table 5, job search behavior does indeed have a
strong, positive relationship with concrete prospects (β = .41; p = .05), suggesting that the
more actively one engages in job search behavior, the greater one’s perceptions of
alternatives. Thus, Hypothesis 3d is supported.

56

Table 5
Summary of Regression Model Estimating Effects of Network Characteristics (T1) on
Concrete Prospects (T2) (n = 150)
Variable

β

B

SE B

Constant

.49

.32

Number of Ties (T1)

.08

.04

.15*

Closeness (T1)

.07

.10

.06

Frequency of Comm. (T1)

.20

.09

.19*

Focused Search (T1)

.54

.10

.41***

R2 = .21
F = 9.56***
*p < .05. **p<.01. ***p<.001.

Hypotheses 4 and 5 further examine Steel’s model of dynamic learning
over time. To test the idea that a dynamic learning process occurs as labor market
perceptions relate to affective change over time, a regression was conducted
examining the effects of organizational commitment at Time 1and labor market
perceptions at Time 2 on organizational commitment at Time 3.
Hypothesis 4a proposes that desirability of alternatives at Time 2 will have
a negative relationship with organizational commitment at Time 3. The regression
results in Table 6 find that there is a significant negative relationship between
one’s perception of their ability to move in the labor market and their level of
commitment (β = -.31; p < .001), thus, Hypothesis 4a is supported.
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Hypothesis 4b proposes that concrete prospects at Time 2 will have a
positive relationship with organizational commitment at T3. The regression
results can be found in Table 6 and find that, concrete prospects at Time 2 is
positively and significantly related to commitment at Time 3 (β = .15; p < .05)
and, thus, Hypothesis 4b is supported. Additionally, the unhypothesized
relationship between organizational commitment at Times 1 and 3 is also
significant and positive. The significance of these relationships suggests that
dynamic learning occurs as job search occurs.

Table 6
Summary of Regression Model Estimating Effects of Labor Market Perceptions
Predicting Organizational Commitment (T3) (n = 131)
Variable

β

B

SE B

Constant

1.42

.32

Organizational Commitment (T1)

.62

.07

.63***

Concrete Prospects (T2)

.16

.08

.15*

Desirability of Alternatives (T2)

-.18

.07

-.19***

R2 = .46
F = 36.34***
*p < .05. **p<.01. ***p<.001.

Table 7 presents the results of regression analysis on the role of resource
substitution at Time 1 and organizational commitment at Time 3 on turnover
intentions at Time 4. Hypotheses 5 proposes that organizational commitment at
Time 3 will have a negative relationship with turnover intentions at Time 4.
Hypothesis 6 examines the direct influence of Steel’s idea of “gateways” on
turnover intentions. Hypothesis 6 proposes that resource substitution will have a
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positive relationship with turnover intentions. The regression results for
hypotheses 5 and 6 can be found in Table 7.There is indeed a significant and
negative relationship between commitment and turnover intentions (β = -.39; p <
.001. Thus, Hypothesis 5 is supported, suggesting that attitude at Time 3 does
influence intentions at Time 4. Furthermore, the relationship between resource
substitution and turnover intentions is also significant (β = .22; p < .001),
suggesting that the greater the availability of alternative resources, the greater the
propensity to develop turnover intentions thus, Hypothesis 6 is supported.

Table 7
Summary of Regression Model Estimating Effects of Resource Substitution (T1) and
Commitment (T3) on Turnover Intentions (T4) (n = 125)
Variable

β

B

SE B

3.310

.468

Resource Substitution (T1)

.22

.09

.22**

Commitment (T3)

-.56

.120

-.39***

Constant

R2 = .17
F = 4.05*
*p < .05. **p<.01. ***p<.001.
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Table 8
Summary of Results
Hypothesis

Supported

H1: Organizational commitment is
negatively related to job search
behavior.
H2a: The greater the number of
ties within the focal individual’s
friendship network at work, the
greater the individual’s
desirability of alternatives
(perceptions of ability to move
in the labor market).
H2b: The closer the focal
individual is to those in their
friendship network at work, the
greater the focal individual’s
desirability of alternatives
(perceptions of ability to move
in the labor market).
H2c: The stronger the focal
individual’s ties with their
friendship network at work, the
lower the focal individual’s
desirability of alternatives
(perceptions of ability to move
in the labor market).
H2d: Job search behavior is
positively related to desirability
of alternatives.
H3a: The greater the number of
ties within the focal individual’s
friendship network at work, the
greater the focal individual’s
concrete prospects.
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Not
Supported

√

√

√

√

√

√

Table 8
Summary of Results Cont’d
Hypothesis

Supported

H3b: The closer the focal
individual is to those in their
friendship network at work, the
greater the focal individual’s
concrete prospects.
H3c: The stronger the focal
individual’s ties with their
friendship network at work, the
greater the focal individual’s
concrete prospects.
H3d: Job search behavior is
positively related to concrete
prospects.
H4a: Labor market perceptions
(desirability of alternatives) are
negatively related to subsequent
organizational commitment.
H4b: Labor market perceptions
(concrete prospects) are
positively related to subsequent
organizational commitment.
H5: Organizational commitment is
negatively related to subsequent
turnover intentions.
H6: Resource substitution is
positively related to subsequent
turnover intentions.
H7: Resource substitution will
moderate the negative relation
between commitment and job
search such that the relation is
weaker (i.e., less negative) for
individuals with more resource
substitution.
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Not
Supported

√

√

√
√
√
√
√

√

Chapter 6 Discussion, Conclusions, Recommendations
Discussion of Findings
The increasing interest in workplace networks (e.g., Ballinger, Graig, Cross, &
Gray, 2011; Holtom, Mitchell, Lee, & Eberly, 2008) and the recent integration of
contagion effects in organizations (e.g., Felps et al., 2009) combined with the growing
literature on the costly organizational level effects of turnover (e.g., Hancock et al., in
press), suggest that this study is timely. Within the turnover literature, there are a number
of models which have been used to predict employee turnover (e.g., Farrell & Rusbult,
1981; Lee & Mitchell, 1994; Mobley, 1977; Mobley et al., 1979). Of the many models
that have been developed, however, none of them have integrated the utilization of
information from others in the organization as a mechanism through which employees
decide to leave. Additionally, many of the extant models inadequately integrate the
importance of temporal constraints, failing to address the idea that dynamic learning
takes place as individuals move through various stages of the job search process over
time. Finally, while several turnover models have suggested that there are situations in
which individuals may terminate employment without engaging in job search behaviors,
none have empirically examined the effects of these “gateways”, nor have examined the
influence that they may have on the relationship between affective attitudes and job
search behavior. This dissertation sought to fill these gaps. Specifically, contagion,
network, and turnover literatures were integrated to develop a dynamic learning social
capital model of turnover. Furthermore, it examined the effects of network characteristics
on the development of labor market perceptions, as well as the temporal nature of the job
search process and the influence of gateways on employee intentions and behaviors.
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General Findings
First, this study extends the turnover contagion literature by suggesting
mechanisms through which individuals engage in knowledge-seeking/building which
lead to turnover intentions. It also examines the direct effects of work friend network
characteristics on labor market perceptions. It tests the idea that individuals receive labor
market information not only through their own individual job search behavior, but
through the job search behavior of referent others in the workplace. In alignment with
this concept, results of this study found that some network characteristics do indeed
influence labor market perceptions in the form of concrete prospects. However, while the
more work friends an individual has and the greater the frequency of communication with
those friends increases concrete prospects, there is, interestingly, no significant
relationship with the desirability of alternatives. Furthermore, these finding suggest that
referent others in the workplace do indeed matter in the development of labor market
perceptions. Friends at work appear to influence objective labor market perceptions rather
than subjective perceptions suggesting that it may be that work friends are not as likely to
discuss their job search processes until a concrete offer has been made. Perhaps more
subjective labor market perceptions are internalized and not discussed until there is an
actual offer present. This suggests that the more objective construct, concrete prospects,
may be more theoretically and practically important than that of the more subjective
desirability of alternatives. Thus, the idea that there is a contagious spread of labor
market perceptions may be contingent upon the stage at which an individual is in the job
search process. In Griffeth et al.’s (2005) development of the Employment Opportunity
Index paper, it was found that concrete prospects are, in fact, more strongly related to
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employee turnover, suggesting that while vague individual perceptions of the existing
labor market conditions may be useful in the development of labor market perceptions
and commitment, the solid crystallization of alternatives may be the driving force of
one’s subsequent affective attitudes and actual behavior.
Next, this study employed a longitudinal examination of the presented process
model in order to examine whether dynamic learning does occur over time, as well as to
provides the first empirical test of Steel’s (2002) evolutionary search model. The typical
turnover study employs a static cohort design, hindering researchers’ opportunities to
identify temporal differentiations among individuals at various stages of the turnover
process. Steel suggests that these varying temporal positions provide individuals with
differing levels of accuracy pertaining to their perceptions of alternative employment
opportunities. Consequently, the degree of knowledge that individuals possess differs
depending on which stage of the job search process they are in at the time of data
collection, suggesting that static cohort and cross-sectional studies tend to lack the ability
to fully understand the development of one’s perceived job alternatives and, thus they’re
likelihood of voluntarily exiting the organization.
Results suggest that there is indeed a degree of dynamic learning that occurs as
individuals engage in job search behaviors, as evidenced by the findings of relationships
over time. Job search behaviors significantly influenced labor market perceptions, such
that increases in job search behaviors at Time 1 increased labor market perceptions at
Time 2. This is consistent with Steel’s (2002) idea of dynamic learning, suggesting that
individuals do acquire knowledge regarding their ability to move around in the
marketplace. Furthermore, increases in desirability of alternatives at Time 2 was
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significantly associated with decreases in subsequent organizational commitment at Time
3, suggesting that the more alternatives one feels that they have, the less committed they
will subsequently be to the organization they are currently in, especially if they are
unable to secure alternate employment and must remain with the organization. Lastly,
organizational commitment at Time 3 did indeed have a strong negative relationship with
turnover intentions at Time 4, suggesting that individuals who are less initially less
committed will maintain their intentions to leave the organization over time.
Finally, this dissertation empirically tested how gateways, in the form of resource
substitution, influence an individual’s turnover intentions, as well as the relationship
between commitment and job search behaviors. Turnover scholars have long been
befuddled by the supposed “random” turnover that occurs when an employee terminates
their employment without engaging in a search or having an alternative employment
option available. In Lee and Mitchell (1994) address this phenomenon in their unfolding
model as a result of a potential shock. Steel (2002) suggest that there are several reasons
why an individual may choose not to engage in a job search prior to exiting the
organization. For example, if one has access to financial resources that would diminish
the effects of terminating one’s employment, then this provides a “gateway” to employee
turnover.
Results from this study suggest that resource substitution at Time 1 has a
significant positive relationship with turnover intentions at Time 4. Furthermore, findings
from the moderated regression analysis indicate that while resource substitution does not
directly influence job search behavior, it does in fact moderate the commitment-job
search relationship, subsequently weakening the relationship, making it less negative.
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This suggests that individuals who do not have access to additional financial resources
may not be inclined to engage in job search behavior unless they experience a decrease in
affect, specifically commitment, towards the organization. Furthermore, these results
suggest that individuals who do have alternative sources of financial support experience a
feeling of control and less risk associated with job search behavior and therefore may be
inclined to search based on concerns other than affect such as boredom. Thus, gateways
do play a role in the decision to engage in job search behaviors, as well as in the
development of turnover intentions as suggested by Steel (2002).
Implications and Future Directions
Theoretical Implications. Theoretically, this dissertation contributes to the
turnover literature in several ways. First, by building upon the work of Krackhardt and
Porter (1986) and Felps et al. (2009), it integrates three major theories providing a
foundation for expanding Steel’s evolutionary job search model of turnover and
developing a social capital process model of turnover. This model expands on the idea
that labor market information is an important contributing factor to the job search and
turnover processes (e.g., Hulin et al., 1985; Muchinsky & Morrow, 1980). Furthermore, it
provides a better understanding of how individuals in organizations develop labor market
perceptions and, subsequently, how these labor market perceptions influence
commitment over time. It provides further evidence that the turnover process does not
occur in a vacuum and is certainly not a decision that should be viewed as made by an
individual in isolation, but is instead influenced by the labor market perceptions of those
with whom one communicates with at work.
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While this study was able to integrate how network characteristics among friends
at work, it would be interesting to examine these networks within departments,
conducting a whole network study so as to further examine how an individual’s specific
job search behavior subsequently influences that of their department. Obtaining responses
from all individuals within a department would allow researchers to obtain job search
behavior for all individuals, providing opportunity for greater understanding of the
phenomenon. Furthermore, a whole network study would allow the tracking of network
change over time, again with the assurance that all individuals (at least a majority) would
be included in the responses, for example, how they change in terms of who an individual
communicates with, as well as who has left the organization. Future studies may also
examine whether the influence of network characteristics might have more of a
moderating effect. For example, it may be that the closeness and frequency of
communication among friends at work moderates the relationship between job search
behavior and labor market perceptions. Additionally, it may be that these network
characteristics, along with resource substitution, moderate the negative relationship
between organizational commitment and job search.
This study also examines dynamic learning over time, addressing the need for
more longitudinal studies in the turnover literature (e.g., Mitchell, 1985; Mobley, 1982;
Morita, Lee, & Mowday, 1983; Steel, 2002). It expands upon previous studies of job
search behavior and turnover (e.g., Blau, 1993), integrating a temporal aspect of the
process. Theoretically, the empirical findings in this study support Steel’s (2002)
evolutionary search model of turnover, aiding in our understanding of how job search
behavior influences commitment and turnover intentions as time progresses. Future

67

studies might consider conducting latent growth modeling techniques to examine the
changes of all of the study variables over periods of time, further solidifying the idea of
dynamic learning. Additionally, future studies should include actual turnover as an
outcome variable, providing a better understanding of how the dynamic process
ultimately affects employee behavior. Similarly, with actual turnover as the ultimate
criterion, survival analysis might be usefully employed in order to pinpoint when an
employee may exit the organization and to potentially determine the length of their job
search process prior to finding an alternative.
Finally, researchers have long attempted to articulate why some individuals forgo
a traditional job search. Lee and Mitchell (1994) developed the notion of shocks as cause
in their unfolding model and Steel (2002) integrated the idea of gateways into his
evolutionary search model. The direct and moderating effects of resource substitution are
theoretically important as this is the first empirical examination of how gateways
influence turnover intentions, as well as relate to job search behaviors. It provides
evidence of the importance of gateways in the job search and turnover processes. Future
research may try to better understand the directionality of the moderating relationship of
resource substitution between commitment and job search behavior. Furthermore, it may
be interesting to investigate whether resource substitution also moderates the turnover
intentions-turnover relationship.
Practical Implications. Practically, this study provides a better understanding of
the processes through which intentions to leave an organization develop. It also
highlights the importance of employee relationships and communication in the
workplace, as well as enhances our understanding of how information spreads and
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influences attitudes, perceptions, intentions, and behaviors. Specifically, networks may be
a key mechanism through which the negative effects of employee turnover can be
diminished (Holtom et al., 2008). Work friends with whom one communicates regularly
influence the perceptions that an individual develops, thus it may be important for
managers to try to identify key players in a network in order to curb the spread of labor
market information. Based on the tested model, this means taking initial steps to increase
organizational commitment, subsequently decreasing job search behaviors.
Furthermore, this model enhances the understanding of employee turnover,
providing an insightful look at how employee labor market perceptions may contagiously
spread throughout networks within the organization. Not only do networks provide fertile
grounds for the transfer of work-related knowledge, they may also contribute to the
spread of negative attitudes and the development of labor market perceptions.
Increasingly, research shows that the influence of referent others’ departure from an
organization encourages workers to examine their employment situations (Bartunk et al.,
2008; Felps et al., 2009) thus leading to the perpetuation of turnover in the organization.
Identification of central referent others within networks may aid organizations in
increasing job attitudes such as satisfaction and commitment, as well as in decreasing
employee turnover intentions and actual turnover by engaging key influential individuals
in decision making processes and utilizing them as champions.
Limitations. While the examination of constructs over time is a useful and
necessary component for examining dynamic learning, it inevitably leads to decreases in
sample sizes over time. The number of participants who completed the survey at all four
time periods (nine months) was 120-only 36% of the original sample at Time 1.
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Similarly, Bauer, Erdogan, Liden, & Wayne (2006) experienced a response rate of 29%
after nine months. This obviously results in a decrease in power and, subsequently limits
the analysis techniques available. Second, ideally, this study would have examined the
relationships with a final outcome variable of employee turnover, however, not enough
time has elapsed to generate substantial turnover in the study sample. While the lack of
variance in the turnover data warranted its exclusion from the analyses, turnover
intentions has been shown to be strongly correlated with actual turnover (Griffeth et al.,
2000) and is commonly used when turnover data is unavailable or limited (e.g., Shore &
Martin, 1989). Finally, while ego network studies are common in examining social
capital (Campbell et al, 1986; Lin, 1999), a whole network study would have been more
conducive to tracking the job search and turnover behaviors of referent others within an
individual’s network, perhaps providing a more in-depth look at how the job search
behaviors of others influence labor market perceptions. Future endeavors with regards to
network influence may seek to employ a whole network design to make the most use of
the data available.
Conclusion
In sum, this dissertations addresses three major questions: 1) does the influence of
communication network characteristics have a direct effect on labor market perceptions?;
2) does dynamic learning occur as job search behaviors occur, influencing organizational
commitment and turnover intentions?; and 3) how do gateways contribute to the turnover
process and job search processes? The findings of this research have important
implications for turnover research. Some network characteristics do influence the
development of labor market perceptions in the form of concrete alternatives.
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Furthermore, job search behavior appears to influence labor market perceptions as well
and, subsequently, commitment, and turnover intentions supporting the idea of dynamic
learning. Finally, gateways contribute to turnover intentions and influence the
relationship between commitment and job search behavior, empirically confirming that
there are specific non-work related influences that affect intentions and behavior.
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APPENDICES
Appendix A. Letter of Invitation to Participants
Dear <Associate Name>,
Methodist University Hospital has been approached by the University of Memphis to
participate in an exciting new research study, in addition to our annual survey, to help us
identify our strengths and weaknesses in Associate care. This study is something that we
believe will help us strengthen our community here at Methodist and provide us with better
insight into what we can do better for you, our Associates. The study will be conducted by
Julie Hancock, a doctoral candidate in the Department of Management, as part of her doctoral
dissertation and Dr. David Allen, a Professor of Management in the Department of
Management.
The study will consist of an electronic survey that you will be able to complete during
work hours. This survey will be administered every three months for the next 12 months, for
a total of five sessions (April 1 st-10th; July 1st-10th; October 1st-10th; January 1st-10th; April 1st10th, 2012) and should take approximately 30 minutes per session to complete. Associates
who choose to participate at Time One will have the opportunity to participate throughout the
duration of the study.
Participation is confidential. Study information will be kept in a secure location at the
University of Memphis and your individual responses will never be seen or accessed by
anyone at Methodist. Data will be obtained and maintained by the University of Memphis
investigators only. Final reports to Methodist University Hospital will be at the aggregate
level, further ensuring the confidentiality of study participants. While the results of this study
may be published or presented at professional meetings, your identity will never be revealed.
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As compensation for participation, you will earn one hour of paid time off for each
session completed. For those participants who complete all five sessions, an additional four
hours of paid time off will be awarded. If you withdraw from the study prior to the
conclusion of the study (April 2012), you will still receive compensation for each session you
have completed.
Taking part in this study is your decision and participation is completely voluntary. You may
quit the study at any time or decide not to answer any question you are not comfortable
answering.
Julie, David, and I are happy to answer any questions that you may have about the
study. You may contact me at keithm@methodisthealth.org or 901-516-2346 or Julie at
jibarker@memphis.edu, 901-678-4990 (Management Department) or 615-293-0908 (cell) if
you have any study related questions. If you have any questions about your rights as a
research participant, you may contact the Institutional Review Board for the Protection of
Human Subjects at the University of Memphis at 901-678-2533.
Sincerely,
Marty Keith
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Appendix B. Survey (Healthcare Sample)
INSTRUCTIONS: Please rate how strongly you agree or disagree with each of the
following statements.
1 = strongly disagree 2 = disagree

3 = neutral

4 = agree

5 = strongly agree

Organizational commitment (6 items, Affective Commitment Scale, Meyer & Allen, 1991)
1.

commit1: I would be very happy to spend the rest of my career at Methodist.

2.

commit2: I really feel as if this organization’s problems are my own.

3.

commit3: I do not feel like “part of the family” at Methodist. (R)

4.

commit4: I do not feel “emotionally attached” to Methodist. (R)

5.

commit5: Methodist has a great deal of personal meaning for me.

6.

commit6: I do not feel a strong sense of belonging to Methodist. (R)

Desirability of Alternatives, Labor Market Perceptions (3 items, Griffeth et al., 2005,
EOI)
7.

desimov1: If I looked for a job, I would probably wind up with a better job than
the one I have now.

8.

desimov2: By and large, the jobs I could get if I left here are superior to the job I
have now.

9.

desimov3: Most of the jobs I could get would be an improvement over my present
circumstances.

Concrete prospects/Crystallization of Alternatives (2 items, Griffeth et al., 2005, EOI)
10.

conpros1: Right now, I have a job offer “on the table” from another employer, if I
choose to take it.

11.

conpros2: I have found a better alternative than my present job.
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Resource Substitution (3 items, Idiosyncratic and Pilot-tested)
12.

ressub1: If I were to leave my job, I have access to enough resources (e.g.,
savings, inheritance, spouse’s income, student loans) to last until I find another
job.

13.

ressub2: The loss of my current employment situation would have a negative
effect on my access to the basic necessities in life (e.g., food, shelter, clothing).
(R)

14.

ressub3: I have access to alternative financial sources (e.g., savings, inheritance,
spouse’s income, student loans) which would make leaving my job manageable,
at least for a while.

Turnover Intentions (3 items, Mitchell et al., 2001, adapted Hom et al., 1984)

15.

toi1: I intend to leave the organization in the next 12 months.

16.

toi2: I feel strongly that I will leave the organization in the next 12 months.

17.

toi3: It is likely that I will leave the organization in the next 12 months.

INSTRUCTIONS: Please indicate the number of times you have participated in the
following behaviors in the last three months.
1 = Never (0 times), 2 = Rarely (1 or 2 times), 3 = Occasionally (3-5 times), 4 =
Frequently (6-9 times), or 5 = Very frequently (at least 10 times)
Focused Job Search (Adapted, 6 items, Blau, 1993)
1)

Search7: Listed yourself as a job applicant in a newspaper, journal, professional
association, or website.
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2)

search8: Sent out résumés to potential employers.

3)

search9: Filled out a job application.

4)

search10: Had a job interview with a prospective employer.

5)

search11: Contacted an employment agency, executive search firm, or state
employment service.

6)

search12: Contacted a prospective employer.

INSTRUCTIONS: Think of people in the organization that you have regularly
talked to about subjects beyond work in the last three months. (List up to 5)
Work friends network (Feeley & Barnett, 1997)
1)

How close are you with each person (especially close, close, less than close,
distant)?

2)

On average, how often do you talk to each (any social discussion) (daily, weekly,
monthly, less often)?

3)

Department

4)

Job Title

89

Appendix C. Pilot Study (Student Sample)
Do you currently have a job? (Please check one) _______Yes
Gender (Please check one) _______Male

_______No

_______Female

INSTRUCTIONS: Please rate how strongly you agree or disagree with each of the
following statements.
1

= strongly disagree

2 = disagree

3 = neutral

4 = agree

5 = strongly

agree
1)

I do not feel that the time spent searching for a new job is beneficial to me. (R)

2)

I would consider leaving my job to pursue non-work interests (e.g., staying at
home, returning to school, taking a sabbatical).

3)

There are a number of non-work alternatives present in my life that would make
me consider leaving the organization.

4)

Non-work alternatives typically would not influence my decision to leave my
organization. (R)

5)

If I were to leave my job, I have access to enough resources (e.g. savings,
inheritance, spouse’s income, student loans) to last until I find another job.
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Appendix D. Approved Consent Form
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Appendix E. IRB Application
THE UNIVERSITY OF MEMPHIS
Institutional Review Board for the Protection of Human Subjects
Application to Conduct Research with Human Subjects
Initial Review
DIRECTIONS: All research involving data collection or other investigations using
human subjects must be reviewed and approved by the University’s Institutional Review
Board for the Protection of Human Subjects (IRB), prior to beginning any such research.
In order to obtain approval, complete and submit this application to the IRB,
Administration 315, The University of Memphis, Memphis, TN 38152. Please allow up
to four weeks for a response from the IRB. For electronic submission, forward
application to IRB@memphis.edu. Students must forward to adviser first for review and
have adviser forward to IRB. Applications received from faculty e-mail accounts are
considered signed.
Name __Julie Hancock_________________Phone 615-293-0908____ Fax 901-6784990____
Department Management_______________E-mail jibarker@memphis.edu
______________

Faculty advisor (if student) _Dr. David Allen; dallen@memphis.edu; 6784729____________
Project title _ Transmittable turnover: The contagious nature of “water cooler”
conversations in organizations.___
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Proposed Start Date March, 24, 2011 Do not begin research or recruitment prior to IRB
approval.
Sponsoring agency
_N/A_________________________________________________________
If project is being submitted for external funding, attach any proposal that has been or
will be submitted to sponsor.
Please submit the following materials:


This Initial Review application (all pages)



Copy of consent document, cover letter, or script



Copies of any survey, questionnaire, or interview instruments



Copies of any recruitment advertisements



Website addresses, if applicable

PROJECT DESCRIPTION: Describe your project in terms of the following items.
Each item must be titled as described below and addressed succinctly in the listed
sequence. If any item is not applicable this should be so stated. Attachment of applicable
sections of the research protocol and/or grant application is not acceptable as a substitute
for completion of each item. Please include sufficient information to facilitate an
efficient IRB review.
1.

PURPOSE OF THE STUDY. Provide a description of the project that

includes a statement, grounded in the pertinent body of research literature, that describes
the purpose and importance of the proposed research project
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Employee turnover is neither a new nor an understudied topic, having been wellstudied in the business management literature for over half a century. Its presence
within thousands of articles clearly distinguishes this area of study as an integral
part of the understanding of business management. It is a costly phenomenon which
can deplete an organization of time, money and knowledge. In recent years,
organizations have begun to shift their views of employees from simply a means by
which work may be accomplished to that of an important asset to the organization.
Employees have become a key resource in the workplace, creating a degree of
competitive advantage through developed human and social capital. Organizations
have come to realize that replacing employees is a burdensome task, involving a
great deal of time, money and social adjustment. Additionally, research has also
shifted towards a more macro perspective, identifying a number of key strategic
human resource practices which may decrease the probability of employee
departure.
Many organizations experience the inevitable “water cooler” discussions that
occur during workplace hours. Research has shown that these interactions can be a
wealth of information for employees regarding the culture that is present within
their organization, as well as an opportunity to build rapport with colleagues.
Employees use these exchanges as a means of socialization into the organization by
informally seeking information regarding role clarity (Bauer et al., 2007), work
group integration (Kammeyer-Mueller & Wanberg, 2003), and expected behaviors
at work. These dialogues may involve many exchanges that are positive for the
organization, for example by increasing organizational commitment, job
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satisfaction, and job performance (Bauer et al., 2007) however, it is possible that
these interactions are capable of producing additional outcomes as well, such as
employee turnover, via the exchange of information regarding alternate
employment opportunities. These types of conversations may spark ideas in others
who were previously satisfied with their position, salary, etc. that there may exist
better opportunities outside of their current organization (Felps et al., 2009). As a
result, other employees may be inclined to seek out alternative employment
situations (Krackhardt & Porter, 1986). Should these employees continue to discuss
the results of their job search activities, intentions to leave, and subsequent carrying
out of these intentions, other employees may become involved in the conversations
and begin contemplating their own alternative employment opportunities, leading
them to engage in search activities, thus promulgating the process.
This chain of events may be explained by the integration of contagion,
network and turnover theories. Recent studies (e.g., Bartunek, Huan, & Walsh,
2008; Felps et al., 2009) have amalgamated the contagion and turnover literature in
an attempt to better explain the possibility that, as individuals engage in turnover
behavior this behavior may in fact be “caught” by other individuals in close
proximity to the original individual employee leading to collective turnover, or the
turnover of two or more individuals within a short time of one another (Bartunek et
al., 2008). As this turnover contagion spreads through the workgroup and then
throughout the organization, a turnover culture, or the acceptance of turnover as an
organizational norm (Iverson & Deery, 1997) develops.
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The spread of information within populations has been studied from a
mathematic theoretical stance since the early 1950s (e.g. Landau & Rapoport, 1953;
Rapoport, 1953). Information is a key resource in organizations, providing firms
with the means necessary to gain a competitive advantage in the marketplace
(Porter, 1986). It should also, however, be viewed as a means by which individuals
may gain a competitive advantage in the market place.
The concept of contagions has spread through various literatures. Recently,
turnover studies have integrated the concept of contagion as a possible predictor of
turnover (Bartunek et al., 2008; Felps et al., 2009). Past turnover studies have
suggested that perhaps the actions of workgroup members will influence the actions
of others within the group, i.e. the “snowball effect” (Krackhardt & Porter, 1986).
The concept of a turnover contagion further informs such theory by providing
supplementary theoretical rationale for individuals’ propensity to make
comparisons with others and to engage in similar behaviors to create harmony.
Based on the idea of social contagion, Felps et al. (2009) developed a model of
turnover contagion, defined as a process by which “the decision to stay at or leave a
job is influenced by one’s co-workers”. This particular model uses job
embeddedness and job search behaviors of co-workers to determine the degree to
which co-worker turnover decisions affect the turnover decisions of an individual.
The contagion concept applied to turnover suggests that as employees witness their
co-workers engaging in job search activities such as updating résumés, completing
applications, actively interviewing for other jobs, and subsequently accepting
alternative employment, they are thus made aware of such alternatives (Kraus,
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Bizman, Yaakobovitz, & Caspi, 1999). Where one may have previously considered
such an endeavor a risky, uncertain (Steel, 2002) or unavailable option, he or she,
upon seeing the success of co-workers in obtaining job alternatives, may attribute
less risk to the decision to engage in job search activities themselves. Furthermore,
in today’s world most jobs are seldom the ultimately desired position in which one
favors to imagine themselves for the remainder of their career hence witnessing the
successful movement of others may act as a reminder that one’s current job is
merely a stepping stone in obtaining one’s ideal job.
As a majority of time spent at work involves social interactions (Waldron,
2000), developing a sense of social belonging within one’s workgroup, department
and/or organization may be an important function of job performance. This social
inclusion, however, has been found to foster rather than hinder collective turnover
(Bartunek et al., 2008). For example, a team made up of a close-knit group of
individuals will tend to experience greater levels of turnover as the group
deteriorates. After the first individual searches for and accepts alternative
employment, other team members may be persuaded to seek out better
opportunities for themselves, especially if they feel that the cohesiveness of the team
has decreased. The departure of individuals within a team may subsequently
decrease other members’ perceived co-worker support and felt obligation towards
co-workers therefore increasing turnover (Mossholder et al., 2005).
Steel (2002) presents an expansive model that provides a number of contributors to
one’s decision to find alternative employment, yet the model focuses primarily on
the employee’s job search process as a contributor to their increase in knowledge
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and not the potential for information regarding alternative employment
opportunities to flow (spread) through intra-organizational networks. Krackhardt
and Porter’s (1986) study on turnover within communication networks suggested
that turnover does not simply occur at random within work groups, but a “snowball
effect” indeed transpires in terms of employee turnover in organizations. People
within the same network may get information via Steel’s model evolutionary search.
As employees move through Steel’s (2002) evolutionary search model, they become
exposed to information via their job search. Individuals are receiving information
not only through their searches, but via other individuals within their network.
Furthermore, as the intra-organizational dynamics change and, thus, internal
networks change (i.e. one employee leaves, another one enters), remaining
employees are then exposed to more knowledge regarding their potential to gain
alternative employment in the market.
The witness of a co-worker obtaining alternative job opportunities may act
as a stimulus event (Rosse & Miller, 1984) or, if the quitting of a colleague is a
particularly jarring event, a shock (Lee & Mitchell, 1994; Lee et al., 1996) which
then influences the job-search activities of others. Subsequently, witnessing the
success of colleagues may lead to increased perceived desirability to and ease of
leaving the firm (March and Simon, 1958). While many studies (e.g., Hom &
Griffeth, 1991; 1995; Hom & Kinicki, 2001; Mobley, 1977; Mobley et al., 1979) have
examined the relationship of dissatisfaction as an antecedent for voluntary employee
turnover, according to the idea of a turnover contagion, it is possible that such
dissatisfaction may not be created until one witnesses the dissatisfaction and
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subsequent job-seeking behavior of one’s peers. Felps et al. (2009) found that coworker job embeddedness is a driver in turnover contagion suggesting that the more
embedded employees are within a work-group, the less likely they are to turnover,
thus resulting in a lower propensity to “infect” others with the desire to search for
other employment opportunities.
While Steel (2002) casually suggests that some employees may not search for jobs,
but may instead be provided with job opportunities/information via established
networks of contacts, it is implied that these networks are external to the
organization. Thus, Steel’s model does not identify the possibility that the
information regarding potential job opportunities may come from others within the
organization. The contagious nature of this information may spread among intraorganizational networks as these networks change over time. Changes in the
network composition may lead to spread of information allowing individuals to
identify alternative employment opportunities, thus leading to the three stages
outlined in Steel’s model (i.e., passive scanning, focused searching and contacting
potential employers) and ultimately to voluntary exit from the organization.
Furthermore, the spread of information regarding job alternatives and thus the
increase in perceived employment opportunities may lead to the spread of voluntary
turnover within a network.
The purpose of this study is to integrate the developing turnover contagion
literature with Steel’s 2002 evolutionary search model, as well as provide the first
empirical test of Steel’s model. This study should further enhance the
understanding of employee turnover, providing managers with an insightful look at
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how employee turnover may contagiously spread throughout particular networks
within the organization. Furthermore, if it is the case that the spread of job-related
information via networks does indeed increase the likelihood that turnover will
occur (and perhaps in mass quantities), it may further illuminate the importance of
using better realistic job previews (Wanous, 1989) during the recruitment process,
as well as the importance of creating and maintaining a culture that supports and
encourages employees (e.g., increasing satisfaction, commitment). Theoretically, this
study should add to the current literature by informing Steel’s (2002) evolutionary
search model, integrating the flow of information pertaining to job opportunities,
job search processes, and job affect within networks and the potential for resulting
turnover. Furthermore, it extends the turnover contagion literature by suggesting
mechanisms through which individuals engage in knowledge-seeking/building that
lead to turnover within such networks. Practically, this study should provide a
better understanding of the importance of networks and communication in the
workplace, as well as provide insight into how these networks contribute to various
predictors of turnover, as well as turnover itself.
2.

METHODS AND PROCEDURES. Describe the study design (e.g.,

randomized, blinded, placebo controlled, etc.) and all procedures, step by step, to be
applied to subjects. Clearly indicate which procedures and treatments are research and
those which are not.
This research will require a twelve month, longitudinal, repeated measures
survey which will be given at five points in time, three months apart from which
our research will be derived. We will also conduct a pilot test on a group of
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students to confirm the reliability of five construct measures. Items for inclusion in
the both the pilot survey and the research survey are provided below.
THE UNIVERSITY OF MEMPHIS
Institutional Review Board for the Protection of Human Subjects
Application to Conduct Research with Human Subjects
Initial Review
3. HUMAN SUBJECTS Anticipated number of subjects __700__
a. Characteristics. Describe the characteristics of the subject population. Include the
anticipated number of subjects to be studied, age range(s), gender, ethnicity, health
status, any physical, mental, cognitive or emotional limitations, and any other
relevant variables. Also indicate if subjects are to include students, prisoners,
pregnant women or any other class of subjects that might be especially vulnerable and
require special consideration. If subjects are students, describe the relationship
between students and researcher. If using vulnerable populations, provide rationale
for doing so.
Participants for the pilot study will include undergraduate students currently
enrolled in business courses and who will be recruited only from courses other than
those instructed by the investigators. The participants for the main research project
will include healthcare clinicians such as radiologists, nurses, pharmacists and
respiratory technicians in a large teaching hospital located in the southeastern
United States (Methodist University Hospital).
b. Recruitment. Describe how subjects will be identified and recruited. Attach all
materials to be used in recruitment (advertisements, posters, scripts for radio/TV,
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other electronic ads, etc.)
Participants for the pilot study will be recruited from business courses with
the instructor’s permission. An open invitation to participate will be conducted
during class, in person by the investigator. Participants for the main research
project will be recruited via letters of invitation from the HR Director at Methodist
University Hospital, Marty Keith (please see attached letter).
c.

Selection. Describe criteria for inclusion and exclusion of subjects in the study.
All students are welcome to participate in the pilot study. All associates at the

hospital are welcome to participate in the main research study.
d.

Compensation or Incentives. Describe any economic or other incentives for

participation. Payments must be pro-rated over the course of the study. List alternative
ways for subjects to earn credit if participation is part of a school course.
Participants in the pilot study will receive no compensation or incentive for
participation. Participants in the main research study will be allowed to complete
the survey at work and will be compensated with one hour of paid time off for each
round of completion (five possible hours). At the completion of the study (time point
5), those who have completed all five rounds will receive an additional four hours of
paid time off.
4.

POTENTIAL RISKS. Describe all potential risks: physical, psychological,

social, legal or other associated with each procedure. Assess the probability, severity,
potential duration and reversibility of each risk. Identify those risks which are minimal
and those which are more than minimal. Describe the procedures used to minimize any
potential risks. If there are no identifiable risks this should be so stated.
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There is no risk to participants in the pilot study. A potential, yet small,
risk to participants of the main research study could exist if individual data were to
be obtained by the organization. In the event that this would occur, individual
responses could potentially lead to an employee’s termination from the
organization. While it is imperative for this study to identify employees in order to
track their turnover status, every effort to preserve confidentiality will be made.
The data will be obtained and maintained by the investigators only, without access
being granted to the participating organization or any other party. Subsequently,
the risk of individual data being attained by the organization is minimal.
5.

POTENTIAL BENEFITS. Describe the potential benefits that may accrue

directly to the subject. If there are none this should be so stated. Describe the potential
societal benefits of the study in terms of human health/welfare, the advancement of
knowledge or the good of society.
Participants will benefit individually from additional paid time off. This
study is an attempt to better understand the turnover process, as well as how
networks of individuals within the organization affect perceptions of the labor
market, job affect, turnover intentions and, ultimately, the decision to leave the
organization. As these relationships are uncovered, we will be able to develop a
better understanding of the turnover decisions made every day in organizations as
well as the importance of relationships in making these decisions. In addition to
advancing turnover theory, this study will provide an opportunity for the
organization to recognize areas of strength and weakness and subsequently
enhance those areas to further benefit its associates, the participants in the study.
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6.

ASSESSMENT. Justify the research study based on your evaluation of the

risk/benefit assessment.
This study poses a small, limited risk, yet offers benefits to participants in
the form of individual compensation, as well as an opportunity for the organization
to better serve its internal customers (the participants). Furthermore, this study
will provide insight into the turnover process and the importance of social
networks on a number of outcomes (e.g., job satisfaction, commitment, mobility
perceptions), as well as advancement of knowledge in the field of management.
7.

CONFIDENTIALITY. Describe how confidentiality of data and privacy of

subjects’ participation will be maintained. If project involves drugs or medical devices,
records must be open to FDA inspection, and the subjects must be informed of this
provision. Confidentiality can only be maintained within the limits allowed by law and
should be stated as such. Do not promise strict confidentiality unless participation is
anonymous.
Participants will provide responses via an electronic survey which will be
obtained and maintained by the investigators. While the data will be linked to their
associate numbers for the purpose of collecting subsequent turnover data, at no
point will the organization acquire individual level data or be able to track an
individual’s responses. Names will be collected solely for the purpose of monitoring
who should receive compensation for participation. Analyses for the organization
will be at aggregate level, again, ensuring that individual level responses remain
confidential.
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8.

INFORMED CONSENT. Informed consent to participate in the research project

is required of all research involving human subjects and must include the elements listed
below. Such consent must be given by the subject and/or parent/guardian if the subject is
under 18. Informed consent is usually obtained using a written consent form but other
presentation methods may be utilized depending on the nature of the research and/or the
characteristics of the subjects. If a written, signed consent form will not be obtained,
explain why not and attach a description of how informed consent will be obtained and
documented.
***An informed consent procedure will be used before the start of the
survey. See attached.
Simply giving a consent form to a subject does not constitute informed consent.
Researchers are cautioned that consent forms should be written in simple declarative
sentences. The forms should be jargon-free. Foreign language versions should be
prepared for any applicable research. Describe the informed consent process in terms of
the following questions:
a.

Will all adult subjects have the capacity to give informed consent? Yes.

b.

What will be said to the subjects to explain the research? See attached consent

form.
c.

How will subjects’ understanding be assessed? What questions will be asked to
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assess the subjects’ understanding; will there be written responses; will understanding be
assessed at other points in time? Participants will be asked if they read and
understood the content of the informed consent form at the start of the survey.
These responses will be recorded.
Required elements of informed consent are listed below (see attached):
(a)

a statement that the study involves research, an explanation of the purposes of the

research and the expected duration of the subject's participation, a description of the
procedures to be followed, and identification of any procedures which are experimental;
(b)

a description of any reasonably foreseeable risks or discomforts to the subject;

(c)

a description of any benefits to the subject or to others which may reasonably be

expected from the research;
(d)

a disclosure of appropriate alternative procedures or courses of treatment, if any,

that might be advantageous to the subject;
(e)

a statement describing the extent, if any, to which confidentiality of records

identifying the subject will be maintained (Note: due to the Open Records Act,
confidentiality can only be maintained within the limits allowed by law and should be
stated as such. Do not promise strict confidentiality unless participation is anonymous);
(f)

for research involving more than minimal risk, an explanation as to whether any

compensation and an explanation as to whether any medical treatments are available if
injury occurs and, if so, what they consist of, or where further information may be
obtained (Note: a statement must be included that The University of Memphis does not
have any funds budgeted for compensation for injury, damages, or other expenses);
(g)

an explanation of whom to contact for answers to pertinent questions about the
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research and whom to contact in the event of a research-related injury to the subject;
(h)

a statement that participation is voluntary, refusal to participate will involve no

penalty or loss of benefits to which the subject is otherwise entitled, and the subject may
discontinue participation at any time without penalty or loss of benefits to which the
subject is otherwise entitled; and
(i)

an explanation that for answers to questions regarding the research subjects’

rights, the Chair of the Institutional Review Board for the Protection of Human Subjects
should be contacted at 678-2533.
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INVESTIGATOR’S ASSURANCE
I certify that the information provided in this initial review application is complete and
correct.
I understand that as Principal Investigator, I have ultimate responsibility for the protection of
the rights and welfare of human subjects and the ethical conduct of this research protocol.
I agree to comply with all U of M policies and procedures, as well as with all applicable
federal, state, and local laws regarding the protection of human subjects in research,
including, but not limited to, the following:


the project will be performed by qualified personnel according to the research

protocol,


I will maintain a copy of all questionnaires, survey instruments, interview questions,
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data collection instruments, and information sheets for human subjects,


I will promptly request approval by the U of M IRB if any changes are made to the

research protocol,


I will report any adverse events that occur during the course of conducting the

research to the IRB within 10 working days of the date of occurrence.
_______________________________________________________________Principle
Investigator

Date

FACULTY ADVISOR’S ASSURANCE
By my signature as an advisor on this research application, I certify that the student
investigator is knowledgeable about the regulations and policies governing research with
human subjects and has sufficient training and experience to conduct this particular study in
accord with the approved protocol. In addition,


I agree to meet with the student investigator on a regular basis to monitor study

progress.


Should problems arise during the course of the study, I agree to be available,

personally, to supervise the principal investigator in solving them.


I understand that as the faculty advisor, I will be responsible for the performance of

this research project.

_

______________________________________________________________Faculty

Advisor

Date
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